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FOREWORD 

From a historical steindpoint, formulating^ 
planning, and implementing the CIA ’'second-career” 
counseling program began with the establishment of 
the CIA outplacement program in February 1958? and, 
because they were -so interrelated, this historical 
effort must also take account of developments in 
retirement counseling and retiree placement. The 
growth of these three activities reflects favorably 
upon the ability of Agency management to recognise 
the need for, as well as to establish in a timely man- 
ner, specialized personnel programs to meet changing 
administrative conditions. 

An earlier phase of employee assistance acti- 
vities in the Office of Personnel was initiated in 
1955 in the Employee Relations Branch of the Per- 
sonnel, 'Assignment Division (PAD), but the counseling 
and assistance was largely reserved for newly- 
appointed clerical personnel who, in the Agency’s 
final EOD processing, were not able to meet the 
organization's full employment standards. When the 
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outplacement program was established in February 1958, 
these activities along with a female clerical counselor 
were transferred to the Outplacement Branch. 
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THE RELUCTANT RETIREES; OUTPLACEMENT, ”5ECOND-CAREER " 
COUNSELING, AND RETIREE PLACEMENT, 1957 - 1967 


I. Outplacement- Initial Phase 

The need for an Agency outplacement counseling 
program was discussed during 1957 by Mr. Gordon M. 
Stewart, the Director of Personnel, not only with 
Agency personnel officers, but also with key officials 
in the DDP, DDI, and other components of the DPS . 1/ 
These talks indicated that there were indeed an un- 
determined number of staff officers in the medium 
and higher grades within the Agency who were either 
being carried in excess of Agency needs for the 
skills they represented or else had reached the 
point in their own professional and personal develop- 
ment where it would be desirable for them to find 
employment outside the Agency. 

The obsolescence of skills was caused, in part 
at least, by the rapid growth of the Agency and sub- 
sequent changes in its operational orientation. 
Professional dissatisfaction could also result from 
the nature of intelligence work itself. It was 
believed that there were employees in the Plans and 
Intelligence Directorates who felt that, whereas 
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their work in the Agency had been rewarding and use- 
ful up to a point, it tended with time to become 
repetitious, lacked challenge, and did not hold 
inviting prospects for the future. The proposal of 
the Director of Personnel for an outplacement program 
reflected an early awareness of what was later to 
become an increasingly important facet of the Agency's 
manpower management role . 

It was apparent that what was needed was an 
administrative procedure that would enable manage- 
ment to channel those officers who wished voluntar- 
ily to relocate with other Federal agencies, academic 
institutions, or private organizations. An "in-depth" 
analysis of any segment of the employee population 
would have revealed, one can be sure, a number of 
dissatisfied and disenchanted individuals whose 
performance would have ranged from excellent to 
marginal, depending upon the individual officer's 
ability to adjust to his administrative environment. 

While considering the need for the outplace- 
ment progreun, the Director of Personnel also recog- 
nized the need for and proposed a selection-out 
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program 2/ which institutionalized a means for Agency 
management "to identify and release from employment 
persons whose effectiveness was substandard."* As 
time went on these two programs operated quite closely 
together, although the actual character of the out- 
placement progreim shifted somewhat from Mr. Stewart’s 
original concept. Although many other Federal agencies 
had, at the end of World War II, established model 
outplacement programs, their experiences were not 
heavily drawn upon by Mr. Stewart in planning the 
CIA outplacement charter. He envisioned a more 
responsive endeavor to meet anticipated Agency 
needs — particularly in placing senior Agency 
officers within the Federal sector. Accordingly, 


* Although Agency management approved formal selec- 
tion-out procedures and the outplacement program in 
1958, management did not deem it necessary to forma- 
lize a reduction-in-force (surplusing) procedure at 
that tjLme. As a result, for three years the Out- 
placement Branch informally conferred with the Career 
Service Heads on individual "surplus" cases and fur- 
nishe d counselin g services as required. In February 
1961, I I Separation of Surplus Personnel 

(later reissued as | | established Agency pro- 

cedures under which Agency surplus personnel could 
be identified and appropriate administrative action 
taken. 
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the focal point of the CIA outplacement effort was 
to be at the DCI-Agency level rather than at the 
Office of Personnel level. The parameter of the 
outplacement philosophy was formulated .as a result 
of a series of discussions held in late 1957 and 
early 1958 by Mr. Stewart with Mr. Rocco Siciliano, 
the Special Assistemt to the President for Personnel 
Management, and Mr. Joseph Winslow, a subordinate 
of Mr. Siciliano. The White House staffers were 
of the opinion that the heads of the executive 
departments and agencies, under the guidance of 
the White House, would and should be made to 
realize that the acceptance of certain ex-CIA 
people into their ranks would be in the interest 
of the overall Government effort and would in no 
significant way upset or adversely affect given 
personnel programs . 3/ 

These two advisors also offered several ideas 

r . 

that they considered basic to a successful outplace- 
ment program in the CIA, an agency exempted from 
Civil Service rules and regulations. As an "exempted” 
agency, Mr. Siciliano suggested that the first step 
the CIA should take would be for Agency officials 
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to open discussions with representatives of the 
United States Civil Service Commission (CSC) in 
order to propose the development of a CSC-CIA 
personnel interchange agreement along the lines 
of the CSC-AEC interchange agreement that had 
been approved in May 1957. Such an agreement 
provided immediate eligibility and Civil Service 
status tp qualified "excepted agency" employees 
upon accepting appointments in the competitive 
civil service system of the Executive Branch.* 

Mr. Siciliano also expressed the view that 
once the Personnel Interchange Agreement was 
approved, the Director of Personnel should ‘have 
"lists" of names of Agency candidates drawn up, 
along with the names of the Agencies or depart- 
ments of interest to each, so that the Director 
of Central Intelligence, accompanied by Messrs. 
Stewapt and Siciliano, could discuss the Agency's 


* The question of Civil Service eligibility is 
discussed in a later portion of this report. 
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personnel outplacement activities with the Secre- 
taries of the several departments as well as 
appropriate agency heads. Once agreement was 
reached between these officials, the outplace- 
ment officers could advise the individuals con- 
cerned and take steps to complete their trans- 
fers to the receiving organization. 

As follow-up, Messrs. Lyman Kirkpatrick, 
Inspector General of CIA, and Stewart had a 
luncheon engagement with these White House staffers 
in December 1957. 4/ They again discussed the 
Agency manpower problems in considerable depth 
reaffirming previous discussions.* Thus, with 
a long-time interest in Agency personnel manage- 
ment, Mr. Kirkpatrick strongly encouraged the 


* According to the comments of Mr. Kirkpatrick 
at the 56th meeting of the Career Council on 
30 April 1959 5/ the Dir ector of Pe rsonnel had 
invited Mr. sTciliano to 


during the 


Fall of 1957 as part of an Agency orientation 
tour. While there they had discussed the 
Agency's need for both an early retirement 
program and a high-powered executive outplacement 


25X1 A 
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Director of Personnel to plan an accelerated re- 
tirement program that would include the develop- 
ment of a mechanism through which the movement 
(into other orgeuiizations} of senior personnel 
who had passed the period of greatest usefulness 
in staff status could be accomplished. With 
the encouragement of these officials, Mr. Stewart 
conceived the idea of the outplacement program 
which was approved by the DC I on 17 February 
1958 following the informal concurrence of the 
entire membership of the Agency Personnel policy 
body - the Career Council.* 


program in order to accelerate the movement of 
senior intelligence personnel into other fields 
of endeavor upon determining that, for various 
reasons, their potential in intelligence might 
be limited. 


25X1 A 
25X1 A 


* CIA Career Council Membership 1957-58 
Gordon M. Stewart, D/Personnel, Chairman 
Robert:' Amo ry, Jr., DDI, Member 
Lawrence K. White, DDS, Member 
Richard Helms, COP-DDP, Alternate for DDP 
Lyman Kirkpatrick, IG, Member 
Matthew Baird. DTR. M ember 

I D/Commo, Member 

I Executive Secretary, OP 
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On 17 February 1958, the DCI signed the memo- 
randum (Attachment A) which established formal Per- 
sonnel Selection-Out procedures.* That administra- 
tive document also included the statement "and (in 
meritorious cases) for assistance in obtaining 
other employment." This statement, then, became 
the basic charter for the outplacement program 
which was immediately established in the Office of 
Personnel . 

During these first, formative years, Mr. Stewart 
had considerable personal interest in the development 
of the Agency outplacement program. Under his direc- 


* For some time previous to 1958, the Agency had been 
handling selection-out cases on an informal basis using 
the DCI's termination authority in Section 102c of P.L. 
110. However, under Section 14 of the Veterans' Read- 
justment Act of 1944, Agency veterans selected out 
could appeal to the GSC. The CSC's critical review, 
during one such appeal case, of the Agency's informal 
administrative termination procedures brought the fact 
home that the Agency needed a formal selection— out pro- 
cedure that could be clearly supported if the CSC (or 
one of the US courts) should become cin appeals body. 

At this time, both the CSC and courts were emphasizing 
the need for agencies to have established formal term- 
ination procedures so that the reviewing body could 
ascertain that the employee appellant had been given 
a fair administrative hearing. 
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tion, the outplacement officers provided guidance and 
assistance to Agency staff employees who had either 
become surplus to Agency program needs or who for 
personal reasons decided that a long tenure with CIA 
might not be beneficial either to themselves or to 
the Agency. With respect to Mr. Stewart's basic 
philosophy, he maintained that unhappy employees were 
anti -productive and the long-term benefit to the 
Agency would be to provide outplacement assistance 
for such individuals. He decided that a highly flex- 
ible program was needed and, as Agency officials 
levied various counseling requirements (not only for 
staff but also for contract employees, staff agents, 
military staff agents, etc.) on the outplacement 
program, Mr. Stewart ultimately endorsed the counsel- 
ing of all types of employees including "volunteers." 
For several years, the "volunteers" were, in fact, 

self-referrals and were treated in a confidential 

^ ( 

manner without concurrence of the employees' Career 
Service Boards . * 


* This type of service was eventually frowned upon 
by top management and the DOS, in 1964, decided that 
all employee "volunteer" clients would have to secure 
the concurrence of their Career Services for outplace- 
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Initially, the Outplacement Branch was assigned 
to the Personnel Operations Division. The three- 
employee staff worked out of the office of the Chief, 



The staff members were: Mr. 


the outplacement officer for governmental 

placements ; 


for industrial and 25X1 A 

academic opportunities; and 


a 25X1 A 


psychiatric social worker who handled clerical 


referrals and cases having psychological implications. 

Even though the Director of Personnel strongly 
championed the program from the outset, the outplace- 
ment program got off to a rather poor start, largely 
because of the administrative opposition resulting 
from the linking of the selection-out program to the 
outplacement program in its, charter memorandum. It 


raent assistance. 6/ With respect to "volunteers," 
it was found that when the Career Services were 
advised about the employee's employment interests, 
they we're usually in agreement that such counsel- 
ing should have been provided and, if they had been 
asked, they would have concurred. Thus, for the 
record, perhaps the initial "full-service” policy 
should have been more widely broadcast, thus avoid- 
ing any inference of clandestine counseling operations. 
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Was therefore certainly underatemdable that Agency 
officials concluded that the outplacement program 
was merely an adjunct of selection*'Out . Agency 
rumors were along the lines of "^outplacement for 
selection-out cases only." 

A restrictive charter was never intended. 
Accordingly, Mr. Stewart, who was firmly convinced 
that the outplacement program should not be limited 
to counseling a single category of employees, in- 
formally directed that the outplacement officers 
undertake an internal publicity campaign to acquaint 
management with outplacement's broadened service 
role; during 1958 and 1959, briefing sessions were 
scheduled with the 22 career service heads . 7/ 
Emphasis was given to the fact that the outplacement 
program had been established to furnish immediate 
assistance to the heads of the career services who 
wished to make referrals to outplacement of all 
types'of organization employees (rather than only 
staffl . 8/ It was also noted that in setting 
priorities for outplacement assistance they would 
be based on concentrated support for those officers 
with meritorious Agency records. In other words, 

- 11 - 
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while the outplacement officers could indeed work, 
with the marginal employees who might be channeled 
through the selectlonxout procedure ^ it was stressed 
that the outplacement program was independent and 
was beat geared to work with candidates of high 
professional caliber.* 

Mr. Stewart's enlargement of the scope of out- 
placement activity afforded the heads of the career 
services a direct referral system once they had re- 
viewed their manpower assets in light of both chang- 
ing program requirements and changing career interests 
of their staff officers. Unfortunately full advantage 
was not taken of these available outplacement counsel- 
ing services. While a small number of career service 
heads did avail themselves • of this new support service, 
the majority did not. In fact, Agency reaction to this 
program was, at best, lethargic. Perhaps, this change 
in administrative philosophy was too drastic a switch 
from the previous philosophy of permitting terminated 
officers to either "sink or swim" insofar as finding 
post-Agency employment was concerned. 


* See Attachments B and C. 
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During 1958, the first year of the outplacement 
program, a major portion of the outplacement staff's 
time was spent in developing internal procedures; in 
working out viable and rational relationships with 
the staffs of the personnel security and cover pro- 
grams of the Agency; and in exploiting both internal 
and external contacts in an attempt to develop var- 
ious types of employment lead sources. It soon 
became apparent to I 


the Agency 


outplacement officer dealing with US Government 
agencies, that CIA personnel interested in other 
Federal employment would be faced with meeting 
"new entry" (into government employment) require- 
ments including standing for examinations and the 
attendant long-drawn-out ptocessing procedures . 

(This problem is dealt with in greater detail later 
in this study.) However, another "exempted" agency, 


the AEG, secured in 1957 a Personnel Interchange 


Agreement (PIA) with the CSC under which AEC 
personnel were permitted relatively free movement 
into the competitive service without being subjected 
to tile CSC examination process . 
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The PIA was premised upon the CSC evaluation 
and acceptance of the AEC personnel program, ein in- 
dependent merit system, as comparable to that of 
the competitive service. Since its inception, CIA 
had also developed a reasonably strong personnel 
merit system which would have met the CSC require- 
ments if the Agency were to become a little flexible. 
As a result, CSC and AEC officials were informally 
contacted several times during 1958. Of primary 
importance was the question of what the Commission 
would expect of the Agency if it were to. approve a 
PIA for CIA. A telephone conversation in March 1958 

and Mr. John Scott, the Commission 


between 


official responsible for coordinating PIA requests 
from exempted agencies, quickly revealed that the 
Agency would be faced with the CSC requirement for 
veteran applicants to be granted preference over 


non-veterans. 9/ (This had not been an Agency prac- 


tice as an exempted agency and was to become one of 
two major stumbling blocks for Agency management 
in considering whether or not to seek such an ar- 
rangement.)^/ Discussions were also held with 
Messrs. Henry Jenkins and Gordon Swindel, AEC per- 
sonnel officers who had worked closely with the CSC 
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inspectors when they surveyed the AEC merit system 
to determine how well it met CSC requirements . 

The AEC survey took two years, principally ■ 

because AEC was the first Agency to request a per- 
sonnel interchcinge agreement. CIA representatives 
were also interested to learn that the CSC inspec- 
tors did not have to be granted "Q” clearances 
since they had no need for substantive AEC informa- 
tion of a classified nature. Obviously, protection ! 

of its sources, methods of collection, and informa- 
tion would be critical in any Agency-CSC arrangements, ■ 

I 

too . 11/ i 

1 

The CSC requirements were, in reality, quite ^ 

reasonable in the sense that an evaluation of the S 

Agency personnel selection and processing procedures | 

could be easily justified, since the CSC only wanted | 

I 

to be sure that the CIA merit system was equivalent | 

to that of the competitive service. It was explained I 

by the' 'commission also that there would be require- j 

ments that the Agency recognize veteran's preference 

/ 

in hiring new applicants and that vacancies for 

which external recruitment was to be undertaken, , 

f 

would have to be fully publicized so that "all 

! 
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interested applicants would be informed and, if 
interested, could apply." Indeed, these require- 
ments had been set in stone in the CSC-AEC Person- 
nel Interchange Agreement approved by CSC 10 May. 

1957 . 12/ (See Attachment D.) 

However, another idea continued to plague 
Agency administrators — that once the Agency had 
entered into a CSC interchange agreement, the CSC 
would, or could, for example, levy a requirement 
on the Agency to hire some employees from another 
Agency undergoing a reduction in force. This 
supposition was disclaimed by CSC representatives, 
but the idea, once planted, remained. Even though 
Mr. Sicilicuio had strongly recommended the securing 
of a CSC-CIA agreement, those administrative re- 
quirements that could be levied by the CSC on the 
Agency made Agency management decide against seeking 
such a contract. However, this subject has continued 

t 

to com^ up for discussion from time to time.* 


* Particularly after each signing of an Executive 
Order granting transfer rights to White House employees, 
Legislative and Judicial Branches' employees, and, most 
recently. Foreign Service officers. 
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Without a personnel interchange agreement, those 
Agency employees who wished to seek other Federal em- 
ployment would have to go through the regular CSC 
examination process and stand their chances along 
with the general public in being considered and 
selected for other Federal position vacancies. TSie 
lack of such an agreement naturally had an important 
effect on both the planning and operation of the out- 
placement program. Messrs. Siciliano and Stewart 
envisioned the CIA outplacement program as a high 
level inter-agency placement operation to be handled 
on an individual case basis by the DCI and the heads 
of the agencies to which CIA officers wished to trans- 
fer. The key to the success of these proposed high- 
level arrangements would have been tied into CIA 
securing a personnel interchange agreement which 
would have given the head of the receiving agency 
authority to make an appointment of a CIA officer 
xnto a competitive service position based upon his 
qualifications and tenure in the CIA merit system. 
Without such an agreement, agency heads in the com- 
petitive service would not have any sufficiently 
broad appointment authority to transfer CIA officials 
into the competitive system. 

- 17 - 
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a former Chief of the Outplace- 
ment Branch,* has recalled that Mr. Gordon M. Stewart, 
the Director of Personnel, not only took a keen per- 
sonal interest in the initial, informal planning 
phase of the outplacement program, but also maintained 
close rapport with the outplacement officers through- 
out his tenure as Director of Personnel. As a result 
of his long-term exposure to Agency operations, Mr. 
Stewart felt strongly that many of his Agency peers 
would, if they were to leave the intelligence field, 
be interested, on the one hand, in careers in the 
academic world, or, on the other, with large US cor- 
porations having international divisions requiring 
officers interested in living eibroad and possessing 
specialized linguistic ability and foreign area knowl- 
edges. He often cited stories that he had heard about 
the outplacement successes of MI 5 and MI 6 in their 
placeiments of retired British intelligence officers 

^ I 

into such British-controlled concerns as Lever Brothers, 
Ltd., and other large organizations. 


25X1 A ' 


* J served as Chief, Outplacement Branch from 

the program's inception in 1958 until 1966. 
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To a lesser degree, Mr. Stewart also appreciated 
the fact that soma officers might prefer to continue 
a governmental type career in another Federal organi- 
zation or even in units at the state and/or local 
levels. In these instances, CIA managerial experience 
and administrative know-how would be among the assets 
that these officers could offer. With these ideas 
in his mind, one can readily understand why the 
Director of Personnel felt that the most realistic 
division of effort in the Outplacement Branch should 
be between academic/ Indus trial placements and govern- 
mental (all levels) placements. Of course, the fact 
that the two senior outplacement officers assigned 
to the program had specialized backgrounds in each 
of these areas, reinforced this thinking. 

During 1958, the first year of the progreim, 
this division of effort was tried. It worked well 
insofar as the assignment and completion of initial 

I 

staff work necessary to getting the program under- 
way was concerned. For example, the exploitation 
of industrial and academic emploj^ent lead sources 
in no way followed the pattern used in developing 
Federal and other types of governmental employment 
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lead sources.* The same was true in ascertaining 
employment standards in these different areas as 
well as in resolving employee’-clients ' security 
and cover problems and guiding them toward work- 
able arrangements according to such employment 
goals . 

However, the premise that the individual CIA 
employee-client would be inclined to pursue one 
employment area exclusively was found to be incorrect. 
One finds that Agency professional employees who did 
use the outplacement facilities invariably decided 
to exploit all possible eitployment areas. (The 


* Govem^ntal employment opportunities, in all 
jurisdictions, are subject to "conditions of 
employment" requirements (veteran's preference, 
jurisdictional citizenship, examinations publi- 
cized with a lengthy application period suffi- 
cient to permit all qualified citizens an oppor- 
tunity to apply, etc.). Academic and industrial 
institutions, on the other hand, use the "direct- 
hire" approach of offering immediate employment 
to those that meet their educational and experi- 
ence qualifications stcindards. 
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only exceptions were those cases for which the Office 
of Security specified that certain types of employment 
affiliation with various international organizations 
was not acceptable . Rather than continue having the 
two outplacement officers deal with the same employee- 
client, one for industrial/academic and the other on 
governmental employment opportunities, it was decided 
to have both officers develop expertise in all employ- 
ment areas and thus fully service each client's 
employment requirements. This, in the final analysis, 
was thie only logical solution. It worked out well, 
and, at the same time, gave the staff more flexibility. 

Another procedural change was implemented as 
a result of the staff's findings during the first 
years of operation. It was' found that employment 
lead data were extremely perishable, and frequently 
sensitive as well. Experience also showed that it 
was difficult to convince many organizations to 

_ t . . 

even consider CIA employees as potential candidates 
(largely because of their unknown qualities or 
assets)^ To compound the matter, in those cases 
when an official would make available job leads 
with the understanding that the outplacement 
officers would be referring Ccuididates shortly 
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the Agency soon became notorious for the frequency 
with which its potential candidates proved to be 
"no shows."* The impact on the Agency’s public 
relations was definitely negative. 

To improve its "image," the outplacement 
officers decided to shift their employment search 
to a client-based effort, with an outplacement 
officer handling his individual client throughout 
the duration of his interest in employment search 
assistance. This approach was highly specialized 
and more time-consuming but also more rewarding 
than the one previously followed. In addition, it 


* By 1958 several hundred Agency officers at the 
GS-13 level had accumulated upward of fifteen years 
of Federal civilian, OSS wartime, or military service. 
It was felt that many of these officers, if they were 
to leave CIA, would have preferred to continue their 
employment affiliation with the Federal Government. 
This premise was based upon the retirement benefits 
available to the CIA employees as members of the 
CSC rejbirement plan — an assumption borne out later, 
since the majority of outplacement clients were 
interested only in Federal employment, even though 
they made inquiries about employment possibilities 
in the academic/industrial sectors. 
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did help to avoid leaving a negative impression upon 
cooperating organizations who were willing to con- 
sider CIA employees. 

The internal image of the outplacement activity 
also received considerable attention during the first 
half of 1958. In an attempt to dissociate outplacement 
from selection-out programs, personnel officers under- 
took a vigorous internal briefing program. All in 
all, 22 briefings were held, including 16 presentations 
to heads and members of individual career service 
boards. The practice was also continued in 1959, when 
10 briefings were given. This approach had an impact 
upon the outplacement program, but the effect was 
different from that anticipated. 

It was true that the- original charter was 
somewhat nebulous in defining how far the Director 
of Personnel could go in establishing or extending 
the parameter of this program. But extend it he 
did. 'Under the selection-out procedures memorandum, 
these personnel procedures were limited to identify- 
ing eind taking administrative action on staff person- 
nel. (See Attachment A.) Therefore, "meritorious 
' cases" warranting outplacement assistemce, therein 
referred to, were limited to staff personnel, How- 
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ever, during the first four years, the Director of 
Personnel administratively extended the outplacement 
charter, on a case-by-case basis, to include all of 
the eighteen different Agency employment categories** 
Since there was no other administrative 
machinery at this time (1958-60) to identify and 
take action on surplus personnel,** the heads of the 
various career services and other senior officials 
used tlie outplacement service in an informal way. 
Agency managers began to suggest that certain of 
their employees should voluntarily seek assistance 
in locating other employment. This group then be- 
ceune the major part of the workload of the Outplace- 
ment Branch. The second largest group of employees 
assisted were those either being selected out 
through the office of the Special Assistant to the 
Director of Personnel or terminated for medical or 
security reasons. 

I 


* Of course, a number of these were handled not only 
at the request of Agency line officers but also at the 
behest of the Director, the Inspector General, the Dir- 
ector of Personnel, and other key officials. 
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Eventually the eitployees ' "communications 
grapevine" helped to publicize the outplacement 
program which, in turn, helped further to extend 
the parameters of the type of assistance furnished, 
particularly in expanding the clientele base. 

With the informal concurrence of the Director of 
Personnel, and at the request of program directors, 
case officers, euid administrative and personnel 
officers, the outplacement officers began assisting 
contract employees , contract agents , career agents , 
military staff agents, military retirees, civilian 
retirees, and others seeking assistance. Operation- 
ally, the successful handling of each different 
type of employee client presented new eind challeng- 
ing administrative problems, not only from a counseling 
standpoint but also because many involved unique 
security/ cover considerations. 

There is no question but that the outplacement 
program met an important need of the Agency. As an 
index of the scope of the outplacement activities, 
the official outplacement einnual reports revealed 
a workload for the period from spring, 1958, through 
the spring of 1962 of 1,150 cases— an average of 
approximately 300 new cases each year. 

- 25 - 

Approved For Release 2003/§^^y3RDP90-00708R0002001 60001-0 


Approved For Release 2003J®EGR®apRDP90-00708R0002001 60001-0 


From a program administration standpoint, 
employee-client caseload statistics were the best 
measurement of outplacement activities. Year after 
year, management seemed solely interested in the 
nvunber of external placements made. In view of the 
types of clients handled, the 40 -percent (or slightly 
more) average placement rate was indeed respectable. 

Outplacement doc\iments also show that for the 
30-month period from July 1961 through December 1963, 
the outplacement officers worked with 817 clients — 

157 (.19 percent) of whom were carried into calendar 
year 1964 as active cases. Of the balance, 352 indi- 
viduals (44 percent) — 166 professionals and 186 clerks — 
were placed in other organizations; 118 (14 percent) 
accepted other internal Agency assignments; 111 (14 per- 
cent) showed no continuing interest in outplacement 
assistance; and 79 (9 percent) resigned or were termina- 
ted before finding other employment. Within this group 
of 81'^ were 100 employees affected by the "701" exercise.* 


* The "701" exercise is discussed in Section II of 
this report, beginning on p. 34. 
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Of these, 21 accepted other Federal employment; 6 
went to private industry; 3 went into teaching; 35 
accepted Agency reassignments; and 17 retired 
(having sought outplacement assistance to straighten 
out employment-cover-security problems that might 
confront them if they were to seek employment later.) 
The 18 remaining employees were retained by the 
Agency until they could qualify for discontinued 
service retirement needing less than 2 years of 
additional service. 13/ Outplacement counseling was, 
of course, provided to these employees before they 
left the Agency. 

Interestingly enough, it was several years 
after program inauguration before management accepted 
the concept that outplacement could not function as 
an employment agency* but should fill a more important 


* Not only did management think of outplacement 
officers as! job brokers but so did many employee- 
clients . The question was often asked "where are 
your lists of job vacancies?" with the idea in 
mind that the client had only to decide what job 
he would like and it would be his. 
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coxinseling role by working with individuals in 
order to redirect their thinking into how to best 
use or develop their transferable skills and 
abilities in anticipation of entering second- 
career fields. A secondary responsibility was 
to insure that pertinent cover and security 
arrangements were^ considered in developing Agency 
employment documentation. Finally, once the fore- 
going had been accomplished there was the residual 
responsibility of making selective external employ- 
ment referrals. During the 1958-1962 period, the 
staff of the outplacement service was increased 
from a three-man operation to five professional 
counselors and one secretarial assistant.* The 
outplacement officers conducted in-house inter- 
views, counseling sessions (including a limited 
number in clandestine surroundings) , and attempted 

I 

i 

* Largely due to einticipated counseling require- 
ments to be generated by those involved in the 
"701” exercise. 
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to resolve an increasing n\mber of unique cover and 
security problems.* Initially# these problems were 
resolved on an individual basis; but the Outplace- 
ment Branch was eventually able to develop formal 
clearance procedures with the Central Cover Staff 
(CCS) and the Office of Security (OS) . Departing 
employees who followed these specified procedures 
could be certain that their job statements would 
be consistent with Agency security and operational 
cover requirements. 


25X1A 
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It soon became apparent that in order for the 
outplacement program to function satisfactorily, it 
would have to have a more responsive, professional 
role in the resolution of the personnel, aspects of 
security and cover problems of its clients. Although 
the Office of Personnel had never previously gotten 
involved in such matters, from time to time it was 
called on to "pick up the pieces" of a shattered 
cover story and to try to resolve it in some logical 
fashion to the satisfaction of another organization 
and employee. The responsibility for handling tele- 
phonic and written employment reference inquiries 
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rested with the Chief/ Transactions and Records Branch 
or his clerical designee. "Routine handling" was the 
best way to describe the discharge of the reference 
inquiries. As a result of Inappropriate handling of 
the reference work for several outplacement clients/ 
the Chief, Outplacement Branch, recommended to the 
Director of Personnel and the Chief, Personnel 
Operations Division (POD) that Outplacement assume 
full responsibility for these two areas for its 
clients . 

The Director of Personnel informally approved 
this change, recognizing that it was important for 
the outplacement officer to work initially with 
representatives of the Central Cover Staff and OS, 
as well as with the employee, in developing and 
refining a cover story that would be consistent 
with the individual's employment objective and 

which would be logically backstopped. In a some- 

( 

i, 

what similar manner, the outplacement officer was 
able to furnish a professional employment response 
tailored to meet the requirements of the specific 
job to which he had. originally referred the employee 
client. It followed that, without the CSC personnel 
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interchange agreement, those interested in other 
Federal employment had to file for appropriate 
Civil Service examinations. Because many of the 
Agency supervisors were under cover, the prepara- 
tion of responses to these highly technical CSC 
"examination vouchers" (for outplacement clients) 
was also accomplished by the outplacement staff. 

With experienced outplacement officers han- 
dling these support matters, the quality of service 
definitely improved to the benefit of the employee 
client. Furthermore, it was determined informally 
by the Director of Personnel that professional out- 
placement support should be made available to all 
current and former employees GS-12 and above. The 
assumption of these additiohal chores was indeed 
time cons timing, but the additional responsibility 
and experience helped the outplacement program to 
come to full maturity. For the first time in its 
histoiV, the complete responsibility for coordina- 
ting all personnel, security, and cover needs of 
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employees departing the Agency was given to a single 
vinit in the Office of Personnel . * 


This philosophy was ultima tely crystallized with 


1 15 September 1961* 

▼ m J_ J- 


the publication of 
The same philosophy was continu ed in the revision 
of this regulation-! 27 April 1965. 


- 33 - 




Approved For Release 2003/0§®P%fi1EDP90-00708R0002001 60001-0 



Approved For Release 2003/g£CR(Sy{^DP90-00708R0002001 60001-0 


II. The "701” Exercise 


The development of the outplacement program 
as a "service of common concern" was indeed fortu- 
nate. In the spring of 1962 the Outplacement Branch 
was called upon to lend full support to "second- 
career" counseling (including developing supportive 
documentation) and to employment searches for exter- 
nal employment opportunities for approximately 191 
operations officers, training officers, and admin- 
istrative and technical support personnel designa- 
ted surplus under the Agency "701" formal manpower 
control program. 14/ Although outplacement officers 
had been working with employee clients informally 
referred by career services as surplus to the needs 
of either their programs or those of the Agency, no 
formal administrative machinery had been developed 
to cope with the problem of handling "surplus" per- 
sonnel until February 1961. At that time, 
"Separation of Surplus Personnel" and 
"Separation Compensation" were approved. These two 
regulations not only provided administrative proce- 
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dures, but also established separation compensation, 
schedules for personnel being separated after years 
of clandestine service — personnel for whom job trans- 
fers would be difficult because of the security re- 
strictions regarding the full disclosure of their 
qualifications. 

With these regulations on the books, it wasn't 
long before outplacement officers found themselves 
counseling many of the employees who faced job termina- 
tion. In May 1961, the Chief, Technical Services Divi- 
sion, DDP, declared surplus a small group of | 


25X1 A 


Co.) About the same time, the DDS as Head of the 
Support Career Service, declared seven administra- 
tive officers surplus, and, as a result of his 
abolition of the Management Staff, ten management 
analysts and five records-management officers. 

The Director of Training placed 13 training officers 
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in this category. The DDP declared 153 Clandestine 
Service careerists surplus in September 1961.* 

These actions made a strong impact on the Out- 
placement Branch. Not only was it necessary to 
undertake in-depth second-career counseling with 
all of these employees (even those who ultimately 
went into retirement had to be counseled so that 
cover and security problems surrounding their 
Agency employment could be resolved before they 
left the area for the four corners of the world ) e 
but also a number of CS employees whose morale 
had been affected desired to look elsewhere even 
though they were not personally involved in these 
surplus programs. A number of such employees 
sought assistance from the Outplacement Branchy 
but eventually lost interest if no job vacancy 
to their liking became available or if they found 
that tl^ey themselves were not to be affected by 

I, 

the ”701" exercise. 


* Agency administrative considerations on the 
parameter of the "701" exercise are detailed in 
.The Hiatory of the Speoialized Aativitiea Staffs OF, 
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During the "701" exercise, and for some time 
thereafter, the administration of the outplacement 
program increased in complexity as the result of a 
number of administrative factors beyond the staff's 
control. For example, under internal OP arrange- 
ments, the outplacement officers found themselves 
working on external employment possibilities 'for 
the "701" clients simultaneously with Agency place- 
ment officers who were seeking internal Agency re- 
assignment possibilities for the same individuals. 

It soon became apparent that most of these employees 
were primarily interested in remaining with the 
Agency. This personal preference of the clients 
became stronger as soon as the Agency announced 
that upon acceptance of a reassignment into a lower 
graded position (up to and including three profes- 
sional lower grades) the employee could retain his 
highest salary for a two-year period. 

I, , 

The Outplacement Branch could not compete 
with this Agency reassignment offer. This was 
especially true with the CS operations officers who 
had such specialized experience that few, if emy, 
other Federal agencies or industrial organizations 
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were interested. The exception was the Agency for 
International Development, which hired several Agency 
surplus CS employees. However, in each case, CIA 
was required to agree to re-employment rights for 
each one, although few exercised such rights. 

The continuing relationship of an outplacement 
officer with a client was unique even though clandes- 
tine at times. For example, even after some of the 
”701'ers" had accepted lower-graded Agency reassign- 
ments, they continued to seek external leads from 
the ovitplacement of ficers— still hoping for an 
offer equivalent to their prior grade level or even 
higher. Other individuals, after the initial two- 
year salary retention period had been completed in 
an Agency assignment, faced- with a downward salary 
adjustment, also returned for additional employment 
leads outside of the Agency in the hope of finding 
better paying employment. 

Af the 191 officers declared surplus, 69 
could not be relocated by either the Placement Divi- 
sion or the Outplacement Breuich, emd such individuals 
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were eventually terminated and placed under the Agency 
separation compansation plan.* As with the internally 
placed employee clients, the outplacement officers 
continued to offer advice and assistance to its . 
client-employees in this group until either the 
separated officer was placed, found employment on 
his own, or decided not to seek a "second career." 
Interestingly enough, there were cases where the 
lines of communications between a client and his 
outplacement officer were maintained on a voluntary, 
informal basis; and, in a few instances. Agency case 
officers were then able to contact the foinner 
employees and offer project contracts to some of these 
individuals . 


* In recognition of the fact that officers engaged 
in clandestine operations would be at a spe cial dis- 
advantage in making occupational transfers, 

"Separation Compensation" was approved in February 
1961. It established a compensation schedule which 
authorized one month's salary for each year of service 
(up to 12 years); salary computation base to be salary 
level held at time of termination. For GS-14's and 
above the salary ceiling was set at the top step of 
GS-14. After initial payment, subsequent bimonthly 
payments were to be reduced by the amo\uxt of earned 
income, retirement annuity or unemployment compensa- 
tion reci^ived. 
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From the spring of 1962 until the end of 1963, 
the outplacement officers spent 41 percent of their 
time working with the ”701" clients. The other 
large group of clients were, as mentioned earlier, 
the "volunteers . " This latter group required zibout 
44 percent of the time of the outplacement officers. 
Hdwever, the majority of the clients in both classi- 
fications were primarily interested in securing 
other Federal employment, largely because they had 
become adjusted to the governmental way of life and 
their own pay status. Furthermore, with a substan- 
tial investment in the CSC retirement plan, the 
thought of surrendering a reasonably sound pension 
plan was probably highly distasteful. 

In view of this continuing interest in Federal 
employment by the outplacement clients, the Director 
of Personnel suggested that the Executive Officer/OP 
and the Chief /Outplacement Branch, arrange to reopen 
informal discussions with the CSC officials on a 
CIA-CSC Personnel Interchange Agreement. Since 
Congress had limited the granting of veterans' pre- 
ference to the period prior to July 1955, the CSC 
representatives pointed out that the bugaboo of CIA 


- 4Q - 




Approved For Release 2003 /(SSP^(RdP90-00708R0002001 60001-0 




V- 

I 


jf- 




f 

y 



t: 

i- 

h 




Approved For Release 2003i®ECRE9?RDP90-00708R0002001 60001-0 


recognizing veterans' preference had diminished con- 
sidercibly — each year progressively fewer veterans 
would be applying. However, the CSC procedural 
requirements remained essentially as they had been 
in 1958. 

In his memorandum to the DOS, dated 1 June 
1962,15/ the Director of Personnel indicated that 
he opposed seeking a Personnel Interchange Agree- 
ment with the CSC. Pointing out that the CSC 
would not enter into such an agreement unless the 
Agency agreed to give formal recognition to veterans ' 
preference in its consideration and selection of 
applicants, he believed that the disadvantages to 
the Agency which would be inherent in the adoption 
of this policy would far outweigh any advantages we 
might gain through such an interchange agreement. 

In addition to the Agency being forced to develop 
elaborate selection procedures which would further 

t 

complicate an already difficult recruitment problem, 
the CSC would be in an authoritative position to 
inspect Agency personnel operations and possibly 
change (or expcmd) its requirements on ClA as one 
of the agencies participating in am interchange 
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agreement. The Director of Personnel left the door 
open by suggesting that there was an alternative 
means of securing essentially the same arrangement. 
He pointed out that there still remained the possi- 
bility of seeking the issuance of an Executive Order 
which would avoid a confrontation between the CSC 
and the Agency on CIA's employment policies. 

Prior to this, President Eisenhower had signed 
Executive Order No. 10577, dated 22 November 1954, 
authorizing transfer privileges into the competi- 
tive service for Executive Office and White House 
staff personnel. Of course the importance of 
the Agency also seeking such an Executive Order 
was championed by the Chief, Outplacement Branch, 
who informally discussed the advantages of using 
this Executive Order approach for the Agency with 
the Chief, POD, and the Director of Personnel not 
only e,ach time that a Federal unit secured an 
Executive Order but also at every opportunity that 
he had. (In 1965, Agency management was to find 
that the Department of State also accomplished a 
personnel interchange agreement via the Executive 
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Order* route.) However, no positive action has ever 
been taken by Agency management with respect to seek- 
ing a formal interchange agreement under either the 
Executive Order or CSC-CIA negotiation approach'. 

Thus, the use of the CSC "open" examination method 
with its long-drawn-out processing procedure was 
the only alternative for those "non-status" employee- 
clients seeking other Federal employment. 

Prom the support standpoint, it was thus neces- 
sary to make the Outplacement Branch responsible 
for the coordination and establishment of Agency 
reference positions on every client in order to 
respond to both CSC examination and employment 
reference inquiries. This professional chore was 
necessitated by the inability of Agency employees 
to indicate Agency supervisors as references, and 
was further complicated by the unavailability of 
many former supervisors then in overseas assign- 
ments. Although the workload for outplacement 
advisors was increased by this requirement, it 
was recognized as an excellent arreuigement since 
it pulled all "the loose ends" together. 


* E.O. No. 11219, dated 6 May 19.65, 
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As part of the basic program development, the 
outplacement officers exploited industrial employment 
leads with representatives of the Domestic Contact 
Service (DCS) and the Central Cover Staff (CCS) .. 
However, without firm indications of specific employ- 
ment interests from the outplacement clients (coupled 
with the fact that most of them had little to offer 
an industrial organization except maturity and high 
salary requirements) , it was not unreasonable for 
OP representatives to have received a cool reception 
from DCS, CCS, and representatives of private org 2 Uii- 
zations. 

Typically, their reaction was in terms of 
"most industrial concerns have career programs of 
their own and they seldom need to look on the out- 
side for middle and senior level replacements. 
Further, those that are looking are only interested 
in top-flight executives with plenty of industrial 
management know-how ..." However, with the "701" 
groups totaling 191 individuals, it was decided to 
again discuss liaison potentials with the DCS and 
CCS in 1962. The reception this time was more 
cordial, and, in fact, the CCS "dropped off" the 
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resumes of a few employee^M^lients in some of the 
organizations with vrtiom they carried on liaison. 


officials. The outplacement employee -clients with 
whom these units worked were required to "play the 
game" in the fashion spelled out by either the CCS 
or DCS — ^an arrangement that presented no significant 
personnel problems to the outplacement clients. 
Unfortunately, the record shows that not a single 
external placement was ever made through the efforts 
of DCS or CCS. 

In addition to the efforts of DCS and CCS, the 
outplacement officers also 'attempted to exploit the 
industrial employment market on an individual client 
search basis. Although it was almost immediately 
apparent that surplus CIA officers were not trained 
for, experienced in, or attracted to US industry, 
the C/OPB prevailed upon CCS to share the services 
placement firm (in essence, a firm 


of a 


engaged in recruiting employees for customer concerns) 
in an attempt to better fathom the Industrial job 
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market,. The firm in question, 



The two 


owners were experienced employment agency officers 


who had done creditable work in recruiting for CIA 


projects. However, after a number of referrals with 


nothing but negative results , C/OPB arranged for a 


special placement campaign during which time the 


employee-client would remain 


for as many 


interviews as could be arranged. This was in con- 


trast to the day or half-day effort that had been 


allotted to previous clients.* 


The officer selected was a 35-year-old male 


employee with writing and editorial skills coupled 


with several years of liaison experience • He was 


interested in moving out of 'the Agency into public 


relations, radio sales-writing, or similar fields 


Several days were devoted to the campaign, and a 


number of worthwhile interviews were arranged. 


Un fort ion ate iy, the net result was "no offer." The 


project costs to the firm were more than had been 


* It was understood that, if successful, a new 
contract would be arranged for similar campaigns 
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emticipated. This firiii/ naturally, did not encourage 
a second campaign. A chcinge in the locale of outplace- 
ment efforts was then considered to be in order. 

Because many outplacement clients wished to 
remain in the local area, informal arrangements were 
made with the owner of a small Washington, D.C. 
employment agency to investigate the job market. 

After interviewing several Agency ”701" clients, 
the employment agency counselors threw in the sponge. 

On the positive side, however, the owner did suggest 
that CIA employment search efforts should be almost 
exclusively concentrated on locating employment 
opportunities in Federal and local government units 
for these officers. 

Before accepting the advice of these experts, 
the C/OPB undertook an informal survey of a number 
of smaller New York employment agencies. He found 
that these employment agency owners were quite can- 

^ I 

did in responding to the question as to whether or 
not they felt that they would be able to place ex- 
CIA personnel. (A few, it was apparent, thought 
that CIA a FBI!) A few flatly refused to work with 
the Agency, but all indicated that in view of high 
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office rentals and impatient, demanding customer 
firms , they frankly would not refer other than "truly 
qualified" job applicants to their customers. The 
question of such agencies giving any weight to an 
individual's potential to learn a new skill was 
simply out of the question. As an example, one 
indicated that referring a government accountant 
to an export-import firm would probably not result 
in a satisfactory placement, since such firms wanted 
not only industrial accounting skills but also a 
sound working knowledge of the export-import field. 
The bitter lesson was thus learned early in the 
ball game by the outplacement officers that industry 
would accept only already qualified CIA applicants 
regardless of either their Agency performance records 
or growth potentials. 

By 1964, the various Agency career services 
which had gone through the distasteful experience of 
identi,fying surplus personnel had moved on to other 
manpower matters. From a historical standpoint, 
the "701" exercise* might well have marked the end 


* By and large, the outplacement efforts for "701" 
employees, which commenced in the Fall of 1961, had 
been terminated by the end of 1963. 
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of an era in CIA personnel management. The nature 
and manner in which the "701” exercise was handled 
was subjected to intense criticism by supervisors 
and eraployeies alike. Due to the continuing drop in 
the Outplacement Branch's workload, the spring of 
1965 brought with it a reduction in the professional 
staff from five to two counselors with a secretarial 
assistant. 

The question might be asked, "What lessons 

did the Agency learn from the '701' experience?" 

Criticism of the low number of placements by the 

Outplacement Branch was heard from some quarters; 

however, the failure to make more placements did 

not reflect the basic problem — it was symptomatic 

of another administrative condition. The' CIA, a 

unique organization, has had to develop, in-house, 

many of the skills needed by Agency programs. As 

a result, its career management philosophy has been 
t 

I. 

oriented to recognize subh skills. Thus many Agency 
careerists have unique organizationally developed 
skills that have little transferability in the open 
job market. This also applies, to a slightly lesser 
degree, to those who embarked upon an intelligence 
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career by transferring from other more orthodox 
professional fields. Over the years these intelli- 
gence officers have also lost transferable skills 
that would have to be renewed and updated to put 
such individuals into reasonably competitive positions 
in the labor market. 

"Second-career counseling” could not provide 
the broad administrative training that would have 
permitted Agency-sponsored reorientation, skills 
updating, and/or "second-career training" for Agency 
careerists. Under the "701" exercise, neither the 
time nor the training were available to the CS 
careerists who wanted to move into another career 
field. In recognition of this problem, the Chief, 
Outplacement Branch, subsequently recommended that 
a more expansive Agency training policy be approved 
for officers wishing to update skills and specialties 
having second-career potential. Following through 

I I 

on this Agency-sponsored pre-retirement training 
concept, the Director of Personnel sought the 
opinion of the General Counsel as to whether such 
an arrangement could be accomplished under either 
the Government Employees Training Act or CJA legisla- 
tion . 
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16/ 

In a memorandum dated 24 May 1965 , — ' the 
General Counsel indicated it "could not be accomplished 
under the Government Employees Training Act. However, 
since the announced objective of such a training 
proposal was founded in the main on security con- 
siderations ... (they) would permit a decision by 
the Director to establish such a training policy 
and program under his authorities in the two pieces 
of legislation from which the Director secured his 
administrative authorities."* Subsequently, the 
Director of Personnel proposed an expansion of the 
Agency's Retiree Placement and Counseling Program^^ 
and his proposal to the Executive Director-Comptroller 
included a statement that OP would undertake a 
thorough exploration of the Agency's authority 
to sponsor prospective retirees in training programs 
that would provide post-Agency employment qualifications. 

In response^^, the Executive Di recto r-Comp- 

1 

1 . 

troller strongly suggested that such a training 


* 50 U.S.C. 401 National Security Act of 1947, as 

Amended. 50 U.S.C. 403(a) , the CIA Act of 1949, as 
Amended . 
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proposal should be fully and promptly explored. 
Further, If the Agency could legally undertake such 
a program, the Executive Director-Comptroller noted 
that his sole proviso was, as a practical matter, that 
the Agency would have to guard against creating in- 
equities between those personnel retiring under the 
Civil Service Retirement System and those retiring 
under the CIA Retirement System. 19/ Although the 
invitation was offered, the Office of Personnel 
did not pursue this during 1967, since its retiree 
clients, in the main, were not Interested in train- 
ing or, if they were, there would have been insuf- 
ficient lead time for undertaking any lengthy 
training programs. 

While it was also significant that Agency 
management had recognized, possibly a little pre- 
maturely, the continuing need for a "second-career 
counseling” program, perhaps of more significance 
was the impact that this program had on improving 
the external relationships of the Agency. During 
the first, formative years of the outplacement 
program it became apparent that not only Clandestine 
Service staff careerists but also m 2 uiy contract 
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employees, contract agents, career agents, and 


all after a period of time. With the encouragement 
of the Director of Personnel, the Chief of the 
Outplacement Branch initially handled many of these 
cases "after the fact" in order to get the Agency 
and/or individual out of sensitive situations. 

Administratively, an internal, informal 
Agency procedure was soon developed with the Out- 
placement Branch as the Personnel coordinating unit 
responsible for working with all types of employees 
as well as with representatives of the Central Cover 
Staff and the Office of Security on these matters. 

In the process , all parties learned to "give a 
little" so that the individual would be better able 

I 1 

to negotiate himself into other employment without 
professional sacrifice or imprudent involvement of 
the Agency . 


25X1 C 
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III. Retiree Placement 

As a prelude to a review of the establishment 
of the Retiree Placement Program In the Office of 
Personnel, It should be noted that Mr. Lyman Kirk- 
patrick, the Executive Director, had long been a 
mentoi: of the Incumbent Directors of Personnel In 
encouraging the development of a dynamic and vital 
Agency Personnel Program. Thus, with the CIA Retire- 
ment Act20/ about to be passed by the Congress In 
the fall of 1964, Mr. Kirkpatrick took a marked 
Interest, earlier In 1964, In the status of the 
Agency Outplacement Program. His main objective 
was to try to Insure that the ongoing program 
would be able to meet such additional requirements as 
might be levied by "early retirees" (mainly 
Clandestine Service careerists) who might be taking 

^ I 

advantage of the Act’s liberal provision permitting 
retirement at age 50.* 


* As early as 1962, proposals for the Agency to 
assume an obligation to furnish employment assistance 
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A review of the Executive Director-Comptroller's 
action memorandum, 2J^ the Director of Personnel's 
responses, 22/ and a special study made for the DDP 
indicate some of the difficulties faced by those 
attempting to make policies best suited to the needs 
of Agency retirees. Early in 1964, for example, 
the Chief, , DDP, had employed 

an industrial consultant (a former vice president 
of a medium-sized US concern) to review and estimate 
the retiree placement problems which would be gener- 
ated as Clandestine Service careerists availed 
themselves of the opportunity to retire from the 
intelligence profession while they were still in 
their early 50 's and to undertake second careers. 

The consultant strongly recommended that industrial 


to emplbyees' separated as a result of retrenchment 
were being made and informally discussed — particularly 
in the DDP, where there was definite recognition 
of this problem. Many employees affected by re- 
trenchment measures then operative had entered 
Federal service late in their careers and had not 
compiled enough service to qualify for normal Civil 
Service Retirement cuinuities. 
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The Director of Personnel, by contrast, was 
of the opinion that the already established out- 
placement program could handle the additional 
workload which would result from early retirements. 
(He did recognize, however, the possible need for 
additional staff as -the volume increased.) 

Aware of the relative positions of both the 
Office of Personnel and the Clandestine Service, 
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Mr. Kirkpatrick optei^i for a compromise. Considering 
that the new legislation for Agency retirees would 
present additional challenges r he had suggested that 
the Office of Personnel either augment the existing 
outplacement program or establish a specialized 
retiree placement activity specifically geared to 
handle the unique second-career placement problems 
of the CS careerists. At all times, however, the 
Executive Director-Comptroller made clear that he 
favored centralized control of the Agency's out- 
placement program and opposed the DDP idea of an 
activity independent of the Office of Personnel 
for handling the CS retirees. 

On 2 February 1965, Mr. Kirkpatrick directed 
Mr. Emmett Echols,. Director of Personnel, to 
establish a specialized mechanism within his office 
to provide outplacement assistance to those Agency 
employees who were retiring and would require, or 
desire, post-retirement employment.* The Director 


* The DDP project proposal was officially rejected 
by the Executive Director-Comptroller at the 15 
February 1965 meeting of the Finemcial Policy and 
Budget Committee, when he announced the Approval 
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of Personnel indicated that without a ceiling in- 
crease the supervision of this expeinding function 
would be assumed by 


Chief, Personnel 


Recruitment Division (PRD).* 24/ 

At the same time, the Outplacement Branch was 
also transferred to that orgcuiization. Under this 
new functional realignment, the Outplacement Branch 
transferred its "retiree" clients to the C/PRD for 
further counseling and assistance.** The Branch 


of the new retiree placement program under the Per- 
sonnel Recruitment Division. 

* Because of Agency curtailments in recruitment 
in late 1964 and early 1965, the question of whether 
the Staff of PRD would have to be reduced was avoided 
by assigning PRD the responsibility for retiree 
placement. It was envisioned, too, that field 
recruiters would assist with employment search cam- 
paigns for early retirees. The assignment of a senior- 
level Support officer also satisfied those who believed 
that the program required a director of executive 
caliber. 

** uhtil 1965, the Outplacement Branch counseled 
those "over 60" Civil Service retirees who sought 
employment guidance. In 1964, 16 out of 103 retirees 
registered for such counseling. Agency management 
had thus already recognized the need for assistance 
for those retiring employees who would need some 
form of employment in their post- retirement periods. 


I 
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thus continued its employment assistance and second- 
career counseling for all other types of employees r 
while the retiree placement activities became a 
specialized and separate personnel effort. During 
early 1965, the Chief, PRD assumed responsibility 
for the retiree placement program and personally 
counseled the initial group of retiree clients. He 
also organized and directed a specialized employment 
research activity for the upcoming retirees. 25/ 
In-depth research was geared to explore employment 
areas that might be of prime interest to both regular 
as well as early retirees. For example, heavily 
researched were such areas as "franchised" business, 
sales, investment brokering, local chain store 
management, teaching opportunities at collegiate, 
university, and local secondary school levels, etc. 

As an independent personnel program, the 
retiree (Placement program was given considerable 
publicity (Support Bulletin articles* and Agency 
employee notices) i and, more importantly, full 


* See Attachments E and F. 
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top-level Agency support. Further, because of his 
organizational location, the Chief, Retiree Place- 
ment (for a brief period, the C/PRD wore this title 
as well as his divisional hat) had direct and viable 
support from active professional field recruiters 
who could assist in locating available collegiate 
and industrial position vacancies.* Probably of 
greatest significance was the fact that those 
counselors involved in the specialized retiree 
placement program had the advantage of being able 
to concentrate their efforts entirely upon retiree 
clients. Unfortunately, outplacement officers had 
been frequently confronted with other crash place- 
ment priorities (involving working against short 
deadlines) which sometimes relegated retiree assis- 
tance to a low priority. 

From a historical standpoint, it would be well 
to emphasize that since the Agency's inception in 

I . 

1947, all staff employees had been under the re- 
tirement program of the US Civil Service Commission. 


* See Attachments E eind F, 
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While retirement experts recognized that the CSC 
retirement plan was one of the best^ the Agency 
itself had developed an administrative policy to 
"keep the organization young."* However r the CSC 
retirement plan did not offer any administrative 
encouragement to the CIA since the CSC' plan was 
restricted to only one mandatory age — seventy. 

While the CSC plan did provide some earlier re- 
tirement possibilities, their selection was entirely 
at the option of the employee. Within CIA, then, 
it soon became apparent that there would be need 


25X1 C 


* This youthful image concept was to become of con- 
siderable concern to the Clandestine Service, and not 
without administrative justification. The development 


In addition, the Agency found that older officers 
tended to "put down roots" in the US as their child- 
ren reached high school age and did not look forward 
to overseas assignments. Others developed health 
problems— either themselves or members of their 
families. 
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for some special CIA legislation that would make 
available early retirement opportunities for the 
Agency's maturing officers. 

The internal retirement philosophy and the 
course of aidministrative events that occurred in the 
Agency are covered in adequate detail in OP-1: 

Hietovy of the Retivement Couneeling and Placement 
Staff (May 1969) , but the impact of the administrative 
extensions granted by the Agency Retirement Board to 
prospective civil service retirees who appealed their 
cases on hardship or other compassionate reasons, are 
not recorded elsewhere. They usually had a direct 
influence on both second-career counseling and external 
employment assistance programs. It was quite evident that 
the Agency Retirement Board's primary purpose was to serve 
as an appeals board, although it did attempt to encourage 
employees who met the Agency retirement criteria to 
make application for retirement as soon as they were 
eligible. However, when the initial Agency retirement 
policy (and each succeeding policy change which affected 
a group by moving up its retirement anniversary date) 
was established, the Board agreed to extend some of 
these retirees for a year to two because of individual 
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hardships or for other compassionate reasons. In 
each case, however, it was with the understanding 
that the individual employee would continue to seek 
the assistance of the out placement counselor and 
try to find other employment that would augment his 
retirement annuity. 

It soon became apparent that the Agency Retirement 
Board was fairly liberal when such cases came up for 
review and would agree to at least one more extension. 

In view of this , eligible retirees dealt with the 
counselors in a rather desultory manner since they 
were primarily interested in completing a full-term 
career with the Agency, thus becoming entitled to a 
larger retirement annuity. Both the Outplacement 
Branch and later the Retiree Placement Branch were 
somewhat less than successful in handling such retiree 
clients. To further compound the problem, most 
Federal organizations were simply not interested in 
acquiring older employees unless they were inter- 
national economists , electronic engineers , or had 
other specialties in short supply. 

The passage of the "CIA Retirement Act of 1964 
for Certain Employees" (P. L. 88-643) (See Attachment G) 
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on 13 October 1964 created an entirely different set 
of administrative problems. Although it is a well- 
known fact among public administrators that the most 
successful program managers know what their inputs 
and outputs will ba for apaoiflo tlma psrloda , tha 
CIA "early" retirement input factor was simply lost 
to Agency management control because of its voluntary 
nature. Unfortunately there were a lot of "window- 
shopping" volunteer clients who should have "opted 
out" at the time of their initial contact with the 
second-career counselors but who, in the final 
analysis, did not exercise that option until some 
time later.* As clients of this type were cranked 
into the program's production statistics, the per- 
centage of actual placements naturally dropped. 
Efforts were concentrated on those employees who 
would reach mandatory retirement age within a short 
period of time or who were interested in early re- 
tirement in the immediate future. 


* In January 1970, a review was made by this writer 
of the names of the. 1968 and 1969 CIA "early" re- 
tirees. Interestingly enough, a number of 1965-67 
volunteer clients' names appeared on these lists. 
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The CIA Retiree Placement Program was the first 
of its kind in the Federal Government. From February 
1965 until December 1967 it had, seemingly, cui 
excellent placement rate— -placing 65 out of 157 ■ 
clients during this period. Although highly qualified 
professional personnel officers handled this program, 
successful external placements were minimal — a major- 
ity of the 65 successful placements were for "in- 
house" projects with the former staff employees 
converting to contract status with definitive pay 
ceilings and year-to-year contractual arrangements. 
Here again the facility with which the employee 
could get an extension (or decide not to opt out 
under the early retirement provision) left the re- 
tiree counselor helpless with respect to getting the 
more reluctant employee client to actually retire 
and seek other employment. 

Reorganization and administrative support 
notwithstanding, the retiree placement program 
failed to induce a wholesale exodus of early retirees. 
In fact, after directing this program for 18 months, 
the C/PRD wrote a lengthy report 26/ (See Attachment 
H) on the post-retirement employment prospects for 
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Clandestine Service careerists (retiring between age 
50 and 62) . Of major significance was the fact that 
although the Clandestine Service had the largest 
number of "early retirees /' It had the poorest 
external placement potential. The C/PRD pointed 
out that, for example, US business is not looking 
for 58-year-old recruits, since they have plenty 
of their own candidates for such vacancies, 
including overseas representational assignments (a 
prime interest to retiring operations officers) . 

In the business area, the greatest demand for per- 
sonnel was in domestic and possible international 
Bales work, a career field having rather limited 
appeal to CIA retirees. C/PRD further pointed out 
that in the limited manpower market of Washington, 
D.C. , there simply were not enough jobs available 
for the large number of up-coming retirees who wanted 
to staj^ in the area. On the more positive side, 
the report indicated that for those retirees with 
advanced degrees and willing to relocate, there 
would be a plentiful supply of collegiate teaching 
posts. Other possibilities included positions in 
the industrial security, finance, real estate sales, 
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and library career fields . The C/PRD concluded that 
the Retiree Placement Service (RPS) should not be 
counted on nor expected to find second-career op- 
portunities for all Agency aspirants. Any placements 
he went on, at the age levels involved was almost 
an accident of the system. Although RPS was estab- 
lished for the purpose of helping to insure retirees 
a new livelihood, it would be wiser to force retirees 
to accept the conclusion that if th.ey were uncible 
to help themselves to find a new career with a 
minimum of Agency assistance, they would have to 
become reconciled to living on their retirement 
annuity. C/PRD' s ultimate conclusion was that the 
younger participants (age 45-48) in the CIA retire- 
ment and disability system should be encouraged to 
consult with RPS well in advance of their retire- 
ment dates regarding the necessity of retreading 
themselves for a new career or planning to live on 
their annuities after retiring. 

However, in spite of the pessimism of the 
C/PRD, there were other forces within the Agency 
that came to a foots at this time upon the parameters 
of both the retiree placement program emd Agency 
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retirement program. On 15 November 1966 the DCI, 

Mr. Richard Helms (a long-time Agency careerist) , 
met with the Executive Director-Comptroller and 
requested that the latter look into the "outplace- 
ment program** and take whatever action was necessary 
to ensure that the Agency had a going and effective 
program. 27/ The Executive Director quickly followed 
through — on the same day in fact — by meeting with 
DDP, DDS; and Office of Personnel representatives to 
discuss possible augmentations to the programs. On 
20 December 1966, the Director of Personnel made a 
presentation of an expanded retiree placement and 
counseling program to representatives of all the 
Directorates; and this group recommended that the 
expanded program be vigorously pursued. This was, 
of course, with the concurrence of the Executive 
Director. More detailed program plans were then 
developed during the spring of 1967, 28/ including 

I, 

a further refinement of organizational sttucture, 
development of initial staffing requirements, 
securing a senior CS officer to head the program, 
and obtaining a group of officers detailed from the 
several Directorates to assist in developing specific 
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program segments. This then was the prelude to the 
Office of Personnel's establishment of a Retiree 
Placement and Counseling Staff which reflected Agency 
management's interest in establishing a unified re- 
tirement counseling and second-career counseling 
program of sufficient strength to handle the large 
number of Agency employees who would be reaching 
retirement age during the period 1970-1980. 

-a CS careerist — was 

named Chief of the Retiree Placement and Counseling 


Staff* in June 1967. He and his staff then spent 
the entire summer of 1967 developing plans and 
procedures necessary to the establishment of an 
orderly program of considerable magnitude. In 
addition to a more ^sophisticated retirement counsel- 
ing activity, the staff also encompassed the CIA 
retirement system maintenance responsibility as well 
as the ^CSC and CIA retirement computation activities; 
the merging of the retiree placement program with 
that of the external employment assistance activities; 


* On 13 Dec 1967, the staff was redesignated Re- 
tirement Counseling and Placement Staff, 
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and, finally, the program responsibility for develop- 
ing a variety of retirement seminars . * 


* A detailed summary of the activities of the initial 
21 months of the staff has been chronicled in OP-1, 
History of the Retirement Counseling and Plaoement 
Staff (May 1969) . , 
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Appendix A 


Date {s) 


Chronology; 1958 - 1967 


Function (s) 


OP 

Or gani z ational 
Location 


17 February 1958 DCI's memorandum 

charter authorized 
external employment 
assistance to staff 
employees with meri- 
torious records. 


Office of the 
Chief, Personnel 
Operations Divi- 
sion 


1958-62 


1962-65 



Director of Personnel Personnel Oper- 
in formally extended ations Division, 
parameter of out- Outplacement 

placement program Branch 

until external em- 
ployment counseling 
and assistance were 
available to all in- 
dividuals serving under 
any of the 18 types of 
Agency employment 
arrangements. 

‘ "Second-career” 
counseling was made 
available to Agency 
employees affected 
by "701" exercise and 
interested Agency CSC 
retirees. Employment 
assistance continued 
to be fumised to other 
Agency employees. 


Personnel Oper- 
ations Division, 
Outplacement 
Branch 
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Date (s) 

5 February 1965 


22 December 1967 


Function (s) 


OP 

Organizational 

Location 


Outplacement program Personnel Re- 
transferred to Per- cruitment 
sonnel Recruitment Division* Re- 
Division, Outplacement tiree Placement 
program (sans Retiree Branch 
counseling) continued Employee Re- 
as a separate branch, ferral Branch 
Augmentation of re- 
tiree placement program 
through establishment 
of separate program. 

The Retiree placement Retirement 
and employment refer- Counseling & 
ral programs were con- Placement Staff 
solidated and redesig— External Employ— 
nated as the external ment Assistance 
employment assistance Branch 
program. This program 
was transferred to the 
newly established OP 
Retirement Counseling 
and Placement Staff, 


* PRD remained the division's external designation; 
Recruitment and Retiree Placement Division was the 
official name for this operation. 
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Appendix B 


1 . 


2 . 


3. 


4. 

5. 

6 . 

7. 

8 . 

9, 


10 . 


11 . 


Source References Appendix 


CIA/OP/ODP. Memo for record, 17 Mar 58, 
An Expanded Ou tplacement Pr ogram — 


CIA. 
sub: 

Report of Progress. 


(part of 


agenda for CIA Career Council's 49th meeting, 
27 Mar 58) . 


CIA, CIA/OP. Specialized Acti vitie s Staff 
(History of) 22 Apr 68 Draft. | | 

CIA/CIA/OP/ODP (1, above). 


CIA. 
sub : 


CIA/IG. Memo for D/Per s fr IG, 
Accelerated Retirement. ] 


11 Dec 57, 


CIA. CIA/OP/ODP. Minutes of 56 th M eeting, 
30 Apr 59, CIA Career Council. | | 


CIA. CIA/ODDS/SA/DDS . Memo for record, 
27 Mar 64, sub; OP Briefing — Pejpaonjjiel 
Operations Division on 26 Mar 64. 


CIA. CIA/OP/POD/OPB. Outpl acement Annual 
Reports, FY 58, FY 59. ,| I 


CIA. CIA/ODDS. Support Bul leti n, 
Outplacement Program, p, 5. 


Sept-Oct 58. 


CIA. CIA/OP/POD/OPB. Memo for record, 3 Mar 58, 
sub; CSC Interchange Requirements. | | 

ClA. CIA/OP/ODP. Memo for DDS fr D/Pers . , 

1 Jun 62, s ub; Civil Ser vice Status for CIA 
Employees . 


CIA. CIA/OP/OPB. Memo for recor d, 12 Mar 58, 
sub; AEG Negotiations with CSC. I I 


12. USCSC. CSC/AEC Agreement, 10 May 57, sub; 

Agreement for the Movement of Personnel Between 
the Civil Se rvic e System and the Atomic Energy 
Commission. | | 
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13, CIA. CIA/OP/POD/OPB. Draft Memo for Ex^'Dir. 
fr D/Pers, 7 May 64, sub: Review of Agency 
Outplacement Program. 

14. CIA. CIA/OP. (2, above). 


15. 


CIA. CIA/OP/ODP. Memo for DDS fr D/Pers . , 

1 Jun 62, subj Civi jl Service Status for CIA 

Employees . 


25X1 j 
25X1 i 


j 


16. CIA. CIA/OGC. Memo for D/Pers fr General 
Counsel, 24 May 65, sub; Training for Re- 
employment . I I 


17. 


18. 


CIA. CIA/OP/ODP. Memo for Executive Director- 
Comptroller fr D/Pers, 20 Feb 67, sub: Expanded 
Retiree Placement and Counseling Program, f 


CIA. CIA/OExecutive Director-Comptroller. 

Memo for D/Pers fr Executive Director, 27 Feb 67, 
sub; Exp ^ded Retiree Placement and Counseling 
Program. ' ' 


19. CIA. CIA/OED-Comp. (18, above). 


20. US Congress (88th). P.L. 88-643, The Central 

Intelligence Agency Retirement Act of 1964 for 
Certain Employees. Signed 10/13/64. | 1 

21. CIA. CIA/OExecutive Director. 3 Action Memos 

for D/Pers fr Executive Director, A-367, 22 Apr 64; 
A-415, 31 Jul 64; and A-431, 30 Sep 64, sub : 

Review of Agency Outplacement Program. 

22. CIA. CIA/OP/ODP. Memos for Executive Director 
^tr D/Pers. 18 May 64 - response to A-367, and 
18 Sep 64 - response to A-415, sub: Review of 
Agency Outplacement Program. 


23. CIA. CIA/DDP/OS. Memo for D/Pers fr C/Opera- 
tional Services, 9 Feb 65. Transmittal memo 
forwarding the DDP Project Outline for "A 
Program to help certain resignees and retirees 
from the CS to start on a second career." I 


I 

V 

25X1 1 

• 

r 

i; 

i 

25X1 1 

I 

25X1! 

P 

25X1 1 

f 

(;: 

V. 

If 

25Xt 


25X1i' 
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24. CIA. CIA/OP/PRD/RPS . Memo for D/Pers fr 
C/Retlree Placement ServlOA/ 23 Feb 65, 

sub; Retiree Placement -- Progress Report. | | 

25. CIA. CIA/OP/PRD/RPS. Memo for D/Pers fr c/ Rps . 

19 Mar 65, sub; Retiree Placement Plarming. 

26. CIA. CIA/OP/PRD. A Report fr C/PRD, 21 Nov 66, 
sub; A Review and Recommendation Pertaining 

to Post-Retirement Employment Prospects for the 
CS Careerist. (Dist. showed D/Pers as recipient.) 


27. 


28. 


CIA. 

(18, 


CIA/OEx ecutive Direct nr-Cnnipt-roller . 
above) . 


CIA. CIA/OP/ODP. Memo for DDS fr D/Pers, 
6 Mar 67, sub; Expanded Retiree Placement 
and Counseling Program. P 


CIA Administrative records collections subjected to 
review and analysis (although not cited in this 
history) included; 


CIA. 


CIA. 


I 


CIA. 


C lA/OP/POD/OPB 


CIA/OP/PRD/RPS &EAB 


CIA/OP/RD 


Annual Program Reports 
(Drafts) for F Y 1958 - 
FY 1965. I I Outplace- 
ment Correwpolidence 
files, 1958-1964. I 1 


- Retiree Program studies 
cuid corresEondence 


1965-67. 


External 


As s i s t an ceBr an ch 
^correspondence 1965-67. 


Hietorioal Study on 
Betipement Poliaiee 
and Ppaatiaee October 
1967 (Draft) . I I 


25X1 

25X1 


25X1 

25X1 


25X1 

25X1 

25X1 

25X1 

25X1 
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CIA. CIA/OP/ODP - Minutes of the CIA 

Career Council's 49th 
mee ting. 27 Mar 58. 

I I (Reporter's rough 
TiTaft transcription.) 




- 76 - 


Approved For Release 20038E€5RKi'-RDP90-00708^002001 60001-0 



STA-r 



UM Ifilitiau OSE 0?JL. 


At^actoent A 


Approved For Release 2003/02/27 : CIA-RDP90-00708R0002001 60001-0 

DD/S 

58 - 0318 
er 10-608 


MEMORAiroUM FOR: Deputy Director (Coordination) 
- Deputy Director (intelllsence) 
Deputy Director (plans) 

'v Deputy Director (support) 


17 Fel) 1950 


SUBJECT; 


Personnel Selection Out Procedures 


1. In the mnaeeinent of the Agency's mission, we must have a continuing 
awareness that the vital objectives to which we address ourselves cannot be 
fully met unless each individual in the Agency is mahing a 

Our personnel policies must reflect a similar awareness in keeping pace with 
what v;lll be the requirements and tests of the future. We were f^^c-d to 
increase our personnel at too rapid a rate during the period of the ' 

War. Accordingly, I am approving certain procedures the purpose of which is to 
Identify and release fi'om employment persona whose effectiveness is substond^d 
(S S. vho Asoncr atandarc!. of worj efficiency or conduct) . 

Conaldomtiona of faimeaa to the Individuals affected, the Impact on AoCncy 
Sjole^hrposltlon of the Aseney In relation to the Inevitable external pr«^res 
generated in behalf of the persons identified and released tonose up^n th^ AseneV 
a high resTXjnsiblllty to exercise this program with painst^ing 
The procedures established ore those designed to assure Jualcious and careful 
deliberation on all cases. 

2. The procedures for identifying personnel for selection out, l.e., 
termination of employment, comprise the follo^iing principal elements; 


a. Deputy Directors and Heads of Career Services are responsible 
for identification of personnel who should be selected in the 
interests of the Agency's programs, operations, and activities. Deputy 
Directors and Heads of Career Services will Insure that the 

reviews x’or such identification, as described herein, are completed 
within ninety days from the date of this memorandum, and that similar 
revic’.fs w|ill be conducted annually thereafter. In addition to formal 
reviews for identification of personnel who should be selected out , 
each Deputy Director and Head of a Career Service wiU automatically 
advise the Personnel Office of an Individual who fails to meet Agency 
standards at the time that failure is first noted. 

b. For assistance in carrying out this responsibility , Dcpu.ty 
Directors and Heads of Career Services have available the existing 
advisory mechanisms of the Career Service Boards and the Competitive 
Evaluation Panels which are used to revie.r candidates for c^pstative 
nromotlon in the gra des (currently GS-9 through GS-15). specified to 

^ Review of the qualifications of personnel below 


these grades for selection out purposes will be acc<wnpliBhGd by tho 
Heads of the Career Services in collaboration with the operating 
officials responsible for their performance. 
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c» When the advisory services of the Competitive Evaluation Panel 
are used in order to assist in the identification of personnel for selec- 
tion out, the action of the Panel may consist of a listing of personnel 
in the Career Service arranged in rank order hy grade according to those 
vhose cases most warrant action for release from Agency employment. 

d» General questions of suitability, effectiveness, or potential 
of an Individual will automatically occasion review of his case under 
. these procedures. Additionally, Deputy Directors and Heada of Career i 

Services will review carefully the records of persons whose promotion 
progress has slovred down. Because of the nature of the many tasks ^ 

performed in the Agency, It is to be expected that a considerable number I 

of valuable employees will repeatedly come under review when this cri- 
terion is applied. The continued employment of a number of these ' 

. Individuals, despite the fact that they are not promoted, in no way runs 

counter to the objectlveo of these procedures. j 

i 

a. When Panel review of cases is requested by the Deputy Director , 

or Head of the Career Service, the results should normally be communl- ? 

cated to the Deputy Director or Hoad of the Career Service through the i 

appropriate Career Service Board, If the recommendations of the Board i 

vary from the report of the Panel, the Deputy Director or Head oi the s 

Career Service should he apprised of such differences when they occur. j 

f , When a Deputy Director or Head of a Career Service decides j 

to propose an Individual for selection out, he will insure that the | 

person concerned is informed of this decision and the reasons therefor. ^ 

In formulating this explanation he will consult with the Director of ^ 

Personnel for the purpose of determining whether the action falls in ^ 

the category of cases of inefficiency and/or unset is factory conduct, !■ 

or if it stems frem the Individual's lac^ of qualifications for con- s 

tlnued employment In the light of the Agency's staffing needs. I 

g. After the individuals concerned have been notified in accord- [ 

ance with sub-paragraph f., above, the names of personnel proposed bv [ 

Deputy Directors and Heads of Career Services for selection out will be 1 

convoyed directly to the Director of Personnel for action leading to | 

separation or consideration for further training and transfer to other | 

components and/or reduction in grade, 

3, The Director of Personnel will conduct a review of all cases 
received pui’suant to jaragraph 2g., above, V/hen the Director of Personnel 
concurs in the proposed separation, he will notify the DexJuty Director or 
Head of Career Service concerned and arrangements will be made to effect sepa- |i 
ration in accordance with the formal procedvires given herein, or to accept the ? 

Individual's resignation, and (in meritorious cases) for assistance in obtain- | 

other employment. • > 
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U. The director of Personnel vlll notify those employees ^ 

formal separation procedures ore to bo Invoked of the action proposed and t 
provision?^ for appeal* Since the separation is necessary and 
the Lterosts of Le United States, the Director of 

to the Director in appropriate cases that he exorcise the authorit/ granted 
h?m iS section 102(e) of the national Security Act of W, as ^en^d. 

Persons selected for separation vinder these procecures be Infomed in 

vrltin'^ of the final decision of the Agency to effect '^heir ^paratlon. The 
effective date of such separation shall be not less than thirty days follo\/ing 
receipt of tho notice of final decision. 

5. A IjLmited number of additional copies of this memorandum may bo 
obtained frora the Director of Personnel by Deputy Directors vho desire such 
co^J^ ?or ^ads of Career Services and other officials directly participating 
in tho personnel revie\/s outlined above. ^ 


Allen W. Dulles 

Director of Central Intelligence 

OD/Pers/Gr>ISTewart:val (24 Jan 58) 

Distribution: 

2 - Each Add 
1 - DCI 
1 - ER 
1 - DDCI 
1 - D/Pers 

1 - D/Pers (Stayhack) ■ > 

1 - Gen Coun 
1 - Inspector General 
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SUPPORir BULLETIN 
geptenber - Ootobor 1958 


" 1 - 


I 


OUT-PLACEMENT PROGRAM 


Program was estab- 
lished last February to provide guidance and 
assistance to Organization employees who 
have either become surplus to our program 
needs or who for personal reasons feel that 
a long tenure with the Organization would not 
be benefiwal to either themselves or the 
Organization. The primary administrative 
^ objective behind the Out-Placement Program 
; Is to MS St well-deserving employees to make 

' transition from our service to other 

fields of employment. 

Types of services furnished by the Out- 
Placement Branch are: (1) external employ- 

current job oppor- 
tnnltles In Federal, state, and local govern- 

JTnivpriit^” ^^^‘^^national organizations; 
universities, and private Industry; (2) asslst- 
anco in developing job resumes and approprl 
. ate employment data consistent with Organi- 


, wiin urcrani- 

i employment status; ( 3 ) arranging for 
internal security and cover clearances 

t*#»nniror7» /A\ . ^ 


_ , . •' "" » v»* vital cuiijtis. flc 

nti arranging for specific exter- 

nal employment referrals and interviews. 

^though the current labor market is, and 
s been, fairly tight, a number of successful 
out-placements have been made by this actlv- 

efforts of the Out- 
Sni! n/n* Brsmeh in diagnosing transferrable 
^ K employees and matching 
with Jobs in the same or related fields. 


...... - t i 

\ * 


' Ji 


t ' 

t 

I. 


! r . 
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OUT-PLACEMENT PROGRAM 


The out-placement program was established 
to counsel and assist selected employees in 
seeking employment outside the Organiza- 
tion. This program was recently expanded to 
make these services available to personnel _ 
who plan to apply for retirement as soon as ^ 
they qualify for annuities or who simply de- ^ 
sire employment in other lines of work. 

I Since the start of the program in 1958, 

‘ many junior, intermediate, and senior ofii- 
I cials have been assisted in finding other em- ' 
i ployment. Such assistance is made possible 
i by compiling and keeping current as much 
Information as possible concerning actual and 
j planned openings in private industry, other 
’ Government units, international organiza- 
tions, and educational and research instltu- . 

• tions. Also, interested employees are assisted 
in planning their contacts with prospective ^ 
j; employers and in preparing and clearing job • ■ 
j r6sum6s. ; 


Good, out-placement results cannot always 
be assured on short notice. Therefore, indi- 
viduals who intend to transfer to other em- 
ployers should contact the out-placement staff 
well in advance of the time that such employ- 
. ment should or must be located. Early action 
Is particularly important for occupational 
fields, such as university teaching, in which 
hiring commitments are made mainly on a 
cyclical basis. 
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AEC AimOUI'ICEl'iajT no. 9 


• May 31, 1957 ’ ' 


AGREE-iPHIT FOR TIE KOVEI'ErIT OF PISaSONm 
SSTIEEM THE CIVIL SERVICE SYSTEM 
AND TIE ATOlItC SIERGY COIMSSION 


TO; All AEC Ei^s^loyaos 


You iraro recentDy notifiocl of tho agreement approved by the Atomic Energy 
Cojnmission and the U. S. Civil Service Conmd.ssion for the movement of 
personnel botne. n the Civil Sorvice system and the ASC merit system, ef- 
fective June 9, 1957. Hecauso of its interest, importance, and benefit 
to all AEC employees, tlae full text of the agreement is being distributed 
by means of aji attachment to this meii;-orandumo 

This agreement \dll broaden this career opportunities for Federal oir 5 )loyees, 
and make it easier for them to move betTveon the coiipetitive Civil Service 
ajid tlie ASC i.ierit system. Specifically for AEC employees it will mean 
thoy can transfer to positions in the Civil Service system and acquire com- 
petitive status on a non-competitive basis under the conditions of the 
agreement. Ait the sar,ie tine, this mobility ^alll make employment under the 
AEC merit system even noro attractive "• a fact you should point out in dis- 
cussing advantages of A*SC employment vdth persons viho.may be interested. 

The basic frameuork of A.EC's independent merit system, of course, remains 
unchanged© 

Any questions you may have concerning the provisions of the agreement should 
be discussed -with youi’ personnel office, 

Attachrrisnt 
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ESTi'ESl TIE CIVIL SER’/ICS SYSTOH AND 

THE ATOMC ENERGY COMSISSION 


In accordance with the authority provided in Section 06«7 of the.Qivil 
Service Rules, errployees cer/ing in positions in the Atomic Energy Commission 
may bo appointed to positions in the competitive civil service and employees, 
sei^ving in positions in the coiffjetitive civil service may bo appointed to posi 
tions in the Atomic Energy Comridssion, subject to the follovring conditions* 

Typo of appointment held before movement . 

EiT^Dloyees of the AtorAo Energy Commission must be seizing in con- 
tinuing positions under AEC regular appointments (excepted) or AEC 
regulfa* appointments (excepted) (conditional). Eproloyees in the com- 
petitive civil service must be serving 1 ji continuing positions under 
career-conditional or career appointments. 

2. Qualific at ion require m ents 

Enployees of the Atomic Energy Coinmission must meet the qualifica- 
tion standards and requirements for the position to which they are to 
bo appointed in accordance ^7ith the instructions in Section 10 of Chap- 
ter X-1 of the Federal Personnel Manual. for transfer of employees within 
the competitive civil service. Employees in the competitive service 
must meet the regular sta.ndai*ds and requirements established by the 
Atonac Energy Commission for appointment to the position, 

3. length of service requirement 

Employees of the Atomde Eno^vy Commission' must have served con- 
tinuously for at least one year in the Atomic Energy Commission before 
they may be appointed to positions in the corpetitivo civi.1 service 
under the authority of this agreeient. Employees in the competitive 
civil service must have' completed the onc-year probational periods re- 
quired in connection vdth their career-conditional or career appoint- 
ments In the corpetitivo service before they may bo appointed to posi- 
tions in the Atomic Energy Commission under the authority of this 
agreement, ■ . 

Selectio n) 

Employees of the Atomic Energy CommS-ssion may be considered for ap- 
pointment at the discretion of an appointing officer for positions in 
the coirpetitive civil service in the sams manner that employees of the 
competitive service may be considered for transfer to such positions. 
Employees in the competitive service may be conrddered for appointment 
to a position in the Atomic Energy Commission on the. basis of their 

1/ this one year must bo immediately preceding the transfer. 
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qualifications for tho positions to be filled ’.athout regard to the order 
of selection vrithin qualification categories provide.d for in the special 
plan approved by t3:e Civil Service Comnission for the Atondc Energy Com- 
mission under Section 21,11 (c) of the 0i\T.l Service Regulations. 


5 • Type of a ppointment granted after movemont 


Employees of the Atomic Energy CoTadssion ’.■■'ho are appointed to com- 
petitive positions under the terms of this agreement ^d.11 have career 
or career-conditional appointments, depending upon vrhether they meet 
the threo-year service requireieent for career tenure. The px'inciples 
on pages cli-li.2 ot. seq. of the Federal Personnel llanual will apply, 
except that service which commences with an AEC regular appointment (ex- 
cepted) or an AEC regular appointment (oxceptod) (conditional) will be 
acceptable toward meeting the service requirement. Employees of the 
competitive civil service who are appointed to positions in the Atomic 
Energy Cor.riission under the terms of this agreement will receive AEC 
regular (excepted) appointments or AEC regular (excepted) (conditional) 
appoJjitments-, depending upon the length of ser’rico requirement estab- 
lished by the Atomic Energy Commission for such appointments. 


Probati on ary and trial peidods 


Ermployeos wlio are appointed under this agreement will not be re- 
quired to serve new pi'obationaxy or trial periods. 


Status 


Aboitiic Energy Commission employees who are appointed In the com- 
petitive civil ser’/ice under., the terms of this agreement \ri.ll receive 
competitive (ji’riLl servl.co status. Thereafter, such employees vri.ll bo 
entitled to the benefits and pri-'/ilegos provided by the Civil Service 
Commission's rules, rogulat5.ons and insti’uctions for persons having a 
competitive ci''/il sei'"/ice status. E5T5)loyees of the competitive civil 
service who are appointed by the AEG under the terms of this agreement 
•w ill have whatever privileges are normally provided by the AEG to persons 
who initially 'receive AEC regular (excepted) or AEC regtilar (excepted) 
(conditional) appointments in that agency* 


8* Effective date 


This agreement shall becoms effective thirty days from the date on 
which it is approved* 
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5- February 1965 


C/PRD MEMORANDUM FOR: Professional Recruiters (FY 65-32) 


SUBJECT 


• Out Placement Function Transferred 
to PRD I 


■ 1 . The Agency's Out Placement function was made my 

responsibility on 2 February 1965 , The. Out Placement Branch 

25X1 A (oPB/POD)j with now serving as Chief, OPB/PRD, 

will report directly to C/PRD. r • ... ... .. 

' 2. With the imminent and continuing heavy Impact of the acceler- 

“ ated retirement program generated by enactment of the Agency's Early 
Retirement legislation, I will be involving myself largely in the retiree- 
placement program as distinguished from the other out-placement actions 
_ “ ^ ; which! jbranefi will continue to handle. 


25 X 1 A vv.ii 

3, The Director of Personnel will designate a Deputy for 
" Retirement Placement to assist me, but he will not function in the 
command line to OPB/PRD, . . _ . .j t ■ i' ■ 

25X1A A. I am askingj |to divorce himself completely 

from Recruitment in order .to serve as my Special Assistant for 
Retirement Placement Research. His research will be undertaken 

• Immediately with the view to readying and keeping current a Continuing- 
Employment Prospectus for every possible field of endeavor in which 

mi' we might logicajily be seeking to place Agency retirees (Education, 

Alumni Activities, Professional Societies and Associations, Stale and 

• Local .Government, Trade Associations, Domestic and F^orelgn Com- 

■ ' merce and industry, Foundations, Real Estate, Banking, Securities, 

• ©t cetera) . While his studies will focus on opportunities for the retiree 
age group,’ they obviously will serve the entire out-placemeht service. 

25X1A * ’5i • Effective 15 February 1965, | Is designated 

Deputy for Recruitment. He will have no placement responsibilities, 
no function In the command line to WRO. 


L 
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k . . 


■ ' 6. Organizationally, 'you will have two Immediate supervisors: 

for thefr separate and Independent functions, my. Deputy for Recruit.r.ent 
and my Deputy for Retirement Placement. Obviously, the latter , 
responsibility has been lodged with me’ because the PRD 'field establish- 
ment comprises a staff of Personnel Representatives Ideally situated , . 
and individually .qualified to manage effectively the field facet 9^’ 
which, purely and simply is ..the' whole job’ — each man In his own . 
territory working his way Into the corporate ahd other hierarchal 
levels, at which the decision; to employ Is rhade , of His total territorial 
community, ^hd its non-publici-.. quasi-public,- and public sectors, . , . u 


7, ■j.'ybur added = assignment, therefore, for 'all practicable purp.os.ps 
will be the placement' of. the retiree In the city of his choice, 
counting and courting your community assets as they peak up In this 
new context, •.You will.. find, this added mission to your portfolio a,, 

challenging, and. rewarding responsibility i i dp'J • FurtHer^ohe, |,,ai^^ . ^ 

certain you can see, In, this added workload a greater amoUrit of 
security and stability, respectively, as regards the recruiter In the Job 
and his territory remaining within 'reasonable perimeters.^ Guldanqo. . 

lAytii follow.. What vou hear now. Planning, ' ’ -.y , > 


will follow. What you hear now. IS. Planning, 

/ ■' * . 

• A-* I ’ . r .. ' . " t.* _ 

. . ■ ■ .* VI.:- 

• • . • I‘. t-' , ■ 


. '.w* . '.fi f:‘>: .V? S '' .-:. 'a-: 






■ C.J ; 


• .* Ar.\ 

•'j"a , i' .'i- •i'-' •!. j .t.j’-.ic'L.i. 


• ^ !••• • • »•* •• 


... 1 -■'t- • ■ 

- . •,_i . I ; ■. # ‘ ■ = vUci, ■'•C-?. • Sje-’: -ru:';!,; 
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18 March 1963 


C/^ MEMORANDUM FOR: All Recruiters (PT 65-ltU) 
' • 

■SUBJECT : Organization 


y 


1. As you have probably noticed, we have been going through the throes 
of nomenclaturitis, but we have settled on the following: 


25X1A 


a. Internally, the Division will be known as the Personnel 
Recruitment and Retiree Placement Division (PRRPD). This is such a 
mouthful, however, that the Chief will function externally, end to some 
extent internally, as Chief, Personnel Recruitment Division and Chief, 
Retiree Placement Services, 


h. Recruitment will be constituted as a Branch underl 
as Field Recruitment Branch (FRB). 


25X1 AF 


25X1 A 
25X1 A 


c. The Was hington Recruitment Branch (WRO) will remain under 


d. 


old Out Placement Branch will be designated 


Employment Referral Branch (ERB). 


25X1 


i25X1A 

■7 


e. The retiree placement activity will function as the Retiree 
Placement Counseling Staff- (RPCS). 


2. The rend ering of Fitness Re-ports for Field Recniiters will be the 


responsibility of 
will have a directi unison channe 


I mj'self, as the command line. RPCS, however, 
, as will ERB, to all Field Recruiters. 


3« 1 see no complications that should arise from this arrangement, I 

already have started a separate scries of c/RPS mcfaoranda for instruction, 
guidance, and Requests for your assistance in the placement field. Some of you. 
already have started to feed me good ideas on the placement of retirees and 
younger resignees. Please keep this material cooing my way. We never know 
where the next good idea is going to be generated in this field. It is a 
bouncy business and we are going -to have our ups end downs, but we are learning 
that our retirees rre "marketable" at almost any age if we hit the right 25X1 A 

combination. 


87 
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Crosspatch. A Freudian analysis of old 
Crosspatch might reveal that as a small boy 
he was tyrannized by an older sister, or maybe 
his wife gives him a hard time. At any rate, 
he likes to take out his resentment on the 
poor secretary. He blames her for the in- 
correct address which he rattled off. He 
doesn’t accept i*esponsibility for his own poor 
grammar and sentence structure, gripes about 
the punctuation although his old-fashioned 
rules went out twenty years ago, and makes 
heavy handed corrections in ink on smooth 
copy and thus precludes an erasure. 

The Crosspatch dictator should remember 
that this business of dictation is a team job 
and as captain of the team he should: 

— Encourage his teammate to ask ques- 
tions. 

— Explain the nature of the project to 
her; don’t expect her to do the job in 
the dark. 

— Compliment her for a job well done. 
She’ appreciates encouragement. Let 
her know that you are grateful for her 
efforts. 


It is a good question whether one is really 
ever ready to retire. For most, our work has 
a certain sentimental appeal that leaves one 
emotionally unprepared, even though econom- 
ically equipped. On the other hand, if one 
is unprepared economically, the emotional ad- 
justment can involve more than nostalgia. 

The rare Individual who is both economi- 
cally set and emotionally reconciled to retire 
gracefully, and stay retired, needs no sym- 
pathy from us. Our sympathy is reserved for 
the retiree who can go it alone economically 
but has no place to go, or lacks the will to 
go, or both. In still a third category, how- 
ever, by these yardsticks, is the retiree whose 
economic situation is such that sympathy will 
not close the gap between his retirement in- 
come and the ongoing cost of living. Rather 
thari sympathy, this retiree needs a second 
career. Early retirement, in the old-fash- 
ioned, grandchild ren-around- the rocking chair 
sense, makes no economic sense whatsoever, 
no matter how much he may wish it did. 

With the second-career retiree uppermost 
in mind, headquarters is strengthening its 
Office of Personnel out-placement program to 
help bridge the distance between Organiza- 
tion retirement and continuing employment 
after retirement. 


READY TO RETIRE? 

One of the more obvious observations to be 
made about early retirement is that the mid- 
career mark of tl^e employees affected is 
moved in as much as ten years, closer. 

The Career Seiwices and components con- 
cerned with the shortened service span of 
employees are certain to be changing theii! 
career management concepts. The careerist 
himself, now in or nearing the zone of early 
retirement, cannot help viewing his new 
status with scrambled emotions. Overnight, 
he has caught th(j first glimpse of his career’s 
fading light — and he hadn’t exactly planned 
it that way. . 


Research is being undertaken to determine I 

and keep current the employment opportuni- i 

ties available to Organization retirees in all 
of the non-public, quasi-public, and public 
sectors of American society. Both domestic 
and foreign employment possibilities will be 
continuously studied and sought out for our [ 

retirees whose skills and talents fill the bill, [ 

or can be sharpened sufficiently by retraining [ 

to make them truly competitive. ? 

i 

These studies are progressing with the con- f 

fldence our retirees possess basic qualifications 
readily marketable in the mainstream of 
American life, or which can be made market- j 

able by reinforcement through refresher ' 

training or education. As these markets are i 

identified, our retirees will recognize, of \ 

course, the type and amount of self-help they ^ 


i. 
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must contribute in their own behalf, whether 
in the form of reading, home study, or formal 
schooling or training. 

Self-help, certainly, is the secret of success 
of any retiree’s finding suitable, satisfying em- 
ployment to call his second career. Head- 
quarters can help by-pointing out the possi- 
bilities and making the first “pitch” by way 
of a solid recommendation, but the individual 
must sell himself, or herself. 

Ideally, the future early retiree will be 
aware of his retirement date sufficiently in 
advance (three to five years) to let him arrive 
at that destination with a clear picture of his 
next career — assuming he has prepared In- 
telligently for it in the meantime. 

Headquarters Is exploring the mechanics of 
such on-the-job and ofT-the-job assistance as 
it can legally contribute to whatever prepara- 
tion the individual is making personally. It 
would be premature to suggest here what this 
assistance may amount to in any individual 
case, but, importantly, it is being examined in 
an environment of enlightened personnel 
management. 

Regional representatives of the. Director of 
Personnel, for retiree-placement activities, al- 
ready are established in several major .cities 
thi’oughout the United States. This has come 
about by the merging of the Organization’s 
expanded Out-Placement function with its 
existing Personnel Recruitment function — 
providing a staff of senior, experienced, profes- 
sional recruiters whose local and area con- 
tacts have long been employed to pave the 
path for deserving erhployees seeking a change 
of job scenery. The recruiters' efforts in this 
area v/ill now be formally recognized and in- 
corporated on an equal footing with their re- 
cruitment responsibilities. While their re- 
tiree-placement duties will not demand equal 
time with their regular recruiting schedules, 
these new duties v/ill call for considerable up- 
dating of job possibilities in the recruiter’s 
territory and the cultivation of new corporate 
and other community friendships to which 
the recruiter can turn in seeking to assist the 
retiree to resettle in the city of his choice. 


Moreover, a roster of employers whose execu- 
tive officials are favorably known by Organi- 
zation officials will be maintained as the re- 
pository of prime lead sources to whom the 
latter can turn in recommending a fellow em- 
ployee. 

The Office of Personnel will continue to pro- 
’ vide counselling insofar as accurately project- 
ing what an employee’s retirement income will 
be, and calculating the revised costs of health 
and life insurance plans he means to continue. 
Armed with these data, three or four years 
before the fact, desirably, the employee con- 
templating a post-retirement second career 
should check out his credentials and aspira- 
tions with Chief, Personnel Recruitment Di- 
vision. PRD will have in readiness a “Pros- 
pectus for Continuing Employment in Sec- 
ondary and Higher Education,” merely as one 
example — ^but documented, state by state, as 
to teacher certification requirements, starting 
salaries, fields in which a particular state is 
experiencing teacher or administrative short- 
ages (as opposed to the teaching fields in 
which overcrowding may be predicted), et 
cetera. 

As to other fields in which you would like 
to see a prospectus, you name them and PRD 
, will perform the research, and provide the 
contacts. Here again, you will want to get 
your feelers out well in advance of retirement. 

The field of education is cited advisedly be- 
cause many of our careerists can qualify in 
this area after a minimum of refresher train- 
ing. Further, for the long-range planners, 
the retirement age in most States is 70. 

Other logical fields in which a separate 
prospectus will be prepared and maintained 
up-to-the-minute include banking, trade as- 
sociations, professional societies and associa- 
tions, alumni activities. State and local gov- 
ernment, real estate, securities, foundations, 
and franchising. 

Additionally we eventually hope to have 
influential tics with American business con- 
cerns and industries, both those which operate 
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domestically and those which do business or 
have investments abroad. 

We mean to throw out a very wide net — 
especially since learning of a museum seeking 
an administrative officer, a firm seeking an 
administrative officer, a firm seeking an Or- 
ganization-experienced officer to be its as- 
sistant to the president, and a large concern 
operating abroad which aims to fill one of its 
positions with an Organization man of ex- 
ecutive caliber. 

But getting back to the business of self- 
help, a retired Army officer now teaching col- 
lege math has this to say: “I was one of eleven 
. retired officers studying at Duke University 
for a Masters degree in teaching math. To- 
ward the end of the course we all looked for 
a job in a field where vacancies are plentiful. 
We all sent out resumes and we all visited 
various colleges. No one found a Job by mail- 
ing resumes. All of us found jobs in the 
colleges we visited. While I think good re- 
sumes are Important, there is nothing like per- 
sonal contact with prospective employers.” 

Another retired officer stated, "Resumes are 
over-rated. I sent out 50. Received answers, 
but no positive leads.” A third retired officer 
ofTcred this advice: "Take any job in a field 
you know the most about. If you have what 
It takes to advance, you’ll do so; but don’t 
try to start at the top. Personal contacts 
can be good or bad. Be sure the person you 
know thinks highly of you.” 

In a world in which life reputedly begins 
at 40, the inner world of the early retiree is 
one in which his fii-st career can end a few 
years later. By this reckoning, give or take 
a year, the time to start thinking seriously 
about a second career would be at age 45. 
Many of today’s 20-year military retirees, both ' 
employed and unemployed, insist that a better 
■ time to be planning a second career would be 
at the very outset of one’s first career. We 
buy thisi provided it isn’t overdone— as in the 
case of the employee who, when asked when 
he started working for his present company, 
replied, “Tlie day they threatened to fire me.’’ 


PROGRAM EVALUATION 
AND REVIEW TECHNIQUE 
(PERT) 

PERT was specifically designed in the mid- 
50’s to e.xjDedite the Polaris missile system and 
has been credited with having cut two years 
off its development timetable. 

Defense and industry got. their first look at 
PERT when Navy’s Special Projects turned 
out a Polaris firing nuclear submarine years 
ahead of schedule using a topnotch manage- 
ment staff and this dynamic management 
concept. 

PERT was developed by the Navy for its 
Polaris program to provide a fast, computer- 
ized management tool to aid in the planning 
and evaluation of progress in the development 
of the weapon system. 

PERT is a management tool. It provides 
the manager a useful, systematic method of 
planning, scheduling, and monitoring his 
project or task. PERT does not do this auto- 
matically, nor does it guarantee that a project 
will achieve its objectives within cost and 
schedule goals. However, it does provide a 
discipline that significantly aids Identification 
and correlation of all project elements, thus 
reducing the possibility of overrun or slippage 
' due to oversight. The PERT system is char- 
acterized by simplicity, flexibility, and predict- 
ability. It may be applied to a wide variety 
of projects ranging from short duration, low- 
cost tasks to large, complex development pro- 
grams spanning several years in time and in- 
volving many contributors. It assists materi- 
ally in managing effort applied toward proj- 
ect objectives. The impact of current status 
on future plans is also reported, thus provid-'“ 
ing the manager with the capability for an- 
ticipating future problems in time tonake" 
corrective action. 

Even though PERT is looked upon by some 
as just another management gimmick, it is 
the only system that provides managers with 
instant information in the achievement of 
current objectives. It is the only system 
which allows the manager to see what effect 
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,'in;l. wlilrli I l;i llk. ly (o br liiror. 

]i.iriiii il III 1"! rr..r!i.i!i nf I'lir Invfiilt'ty In 

rhi- fill :i:i' ' • 

\Vh.*i«‘Vi r nlrplnni'. Ii 

11^5 nr<’«i' in iril’-’riiini-c In our nciirrnl-inir- 
tMrr r-’rir.’. V.'luit, Will li.ipp' ll'.' Tliut Ui'* 
ppiul-i : iri "lv I -I li 'U -■ 1(1 n Ji'l) you do lu 
ii'.iknir; aivc'. .:t nvUL- rrii.'lili;, ccoiioinlcal, 
and cnpciivc. 


CDN'rHAL INTl-XLIOKNCE AOENCY 
nFlir.KME.NT ACT OF 19G1 FOU 
CERTAIN EMRI.OYEKS 
Mr. MANSFIFUl. Mr. Prc.sidrnt, I 
n'ili uuuiuiiioii^ colli I'lil tliiili llic irciintc 
piocoocl lo tlie ci'iii.Ulci'tillon of Calen- 
dar No. II II. i’.-l-I. 

Tin’ I’Rl'.’^iniNG OFFICER,. Tlio 

bin win bo rtiiunl by llllc. 

Tin.’ I.Viit.'i-.iTr.i; Ci.r'iiv. A bill <11. 14. 

lo iM'ovidc foi" llic c.slabnslimciit 
nnd nnitntoinince o( a Ccntinl Intrlll- 
neiico A icncy llolircmonc nnd Dlsabilily 
Sysli'in for a limilod number of cm- 
ployco.‘i. nr.d for otbor purposes. 

TIlc I'RERIUING CITTCER. Is there 
objection to the inT.icrit considcriillon of 
the bill? 

Thete beiiii'. no objeelUm the Fionnio 
pi'neri'ded to con:.ltli'r the hill, which 
hud been ri'|iorii’*l In’tn tlie Coininlltci! 
on Ai lin'd Revvlcci. wilh on umen«lini;lil, 
to strike out idt uiler the cimellic; elaiiso 
and Insert: 

TirLTI t— TITT.C ANII Dr’.'J.NinONS 

rare A— Title 

Sec. 101, Tills Act ni.iy bo cUetl ns the 
•*Ccntrnl Intiilii-ci'.ce Arsot.cy neilreaiciit Act 
ol 1001 for Certain Employees". 

PnrtB— CfJIulRoiis 

Sr.c. 111. When used In this Act. the term— 
(1) "ARcncy" means tlio Central Intclll- 
ncnce Aecn.'y; ■ 

. (3) "Director” mc.ans the Director of Cen- 

trnl IntclllKcncc: and 

(3) "Ou.allfyln;; rcrvlcc" means service 
performed as a partleleaiit In the nyctem 
or, In the ea«fl of icrvleo prior to tlcalsnutlon, 
service doterinined by the Director to have 
been perfornica In cnrrylnc out duties do- 
ecrlbcd In section 203. 

TITLe It — Tllr. CCTtTtt.lt. INTCI.I.IUENCE AOCNCT 
■CTIRtMCNT AND WSADILtTT SYSTEM 

rart A — Kstabllshmciit 0 / si/stcm 
. nulcs and nos'i'.atlons 

■ Sec. 201. (n) The Director may prescribe 

. rules nnd rcsulnilum for Ibo cstnbltshmcnt 
nnd malntciinurc of .a Ccuitml Infclllccrico 
Accncy r.oUremcnt nnd UlnnblUly System 
for n limited number of employees, referred 
to liereaftcr ns the syiteiii; aitcli rulca nnd 
rcculntloiia to become efTcctlvo niter approv- 
“ nl by tbo cliulrmnu nnd rnnklnc minority 
' membera of the Ariiiott Scrvleca Committees 
of tbo Home uiul Jieiialc. 

(bl Tim I'ln-olot hIuiII luliiiliilaler tbo r.yn- 
trtu lu ueeiiKl.atifo wllb mieb nilea uiirt irifu- 
Intloua luul wtlli tlm priimipb-a etilubllslmd 
. by tbla Ael . 

( 0 ) ih'tlic liiterer.tn of the leeurlty <’f Ibo 
forolu'i lnlel)l|;cuec nollvltlrs of tbo Onltcd 
States nnd lu order furflmr to Intplcment 
the proviso of rcclloii li)2ld)(3) of the Na- 
tional Security Act of 1317 as amended (SO 
.. 0,S.C. 403(dM3> ). tbnt the Director of Cen- 
tral Intclllacnco shall bo responsible for pro- 
tcctlnn IntoUtiiciico sources nnd mcthrxls 
from unnuiborl'/eil disclosure, and iiotwlth- 
stnndlii)! the firovlsloiiti of tho AUmlnlstrntlvo 
rroccduro Act tS XI.S.C. 1001 ct acq.) or 
' nny other provisions of law, nny dotcrmln.v 
ttons by tho Olscctt<r.tivtiiorlMd bn-tho nrr 
‘ visions of this 


nnd rnimlm He nnd not i.nbjcct lo review by 
nny murl. 

r ilabllabnient iiHd Miilnb litini'U of Fiiinl 
Snr. 20:1. There lu hereby creuted n fund 
to br kiiii'vit as ibr Ceulr.al Intelllneiiee 
A-’cney Ifedrcinenl nnd DInnblllty Fiilul 
whbli .sbi'll'bc iiialnlalned by the Director. 
The Centr. I Iniellliiciicc Ac ncy nelircment 
niul UP.vblllty Piind Is referred lo hereafter 
ns the fund. 

Pnrtlelpnnto 

Sec. 203. Tlic Director may dcslrin.tte from 
time to time such Apciicy olllcers nnd em- 
ployees whose duties are dclcnnlncd by tho 
Director to be (I) In support of Ancncy no- 
tlviilcs .abroad ha'/..ariloua lo life or health or 
(ll| r.o Epcclall-.'cd because of security re- 
qulrcmenln nr. to be clearly dlstlnirulsh.ahlo 
from nornnd covcrnmciit employment, licrc- 
niirr mferred lo as p.arileipants, who shall 
be rnllHcd to tho benefits of the system. 
Any pnrllcliiant who bn.i roinplelcd fifteen 
yenrs of service with tbo .Atfeney and whoso 
career at Uiat tlmn Is ndji'difcd by tbo Di- 
rector to bo f|uallfyln(f for tho syslem may 
elect to rcniuln n p.artlelpant of such sys- 
tem for tho duration of bh employment by 
tho Agency nnd such election shall not bo 
shbjeet to review or npprovnl by the Direc- 
tor. 

Anniittnnls 

Pco. 231. (nl Annullnntii rhall bo p.'irllcl- 
puiilii who arc rerrlvli'if nnniilttes from tho 
liiud nnd nil iH-r.nnis, limbidlntf iiurvlvlnf 
wives niul lim.linnili. wlilow.'i. depeiulunl 
wbliuver.s, cbliilreu. nnd beiif llclnrle:! cif pnr- 
llrlpiinla nr aniiiiUanis v.'bo nbnll beenmo 
entitled to rcrrlvc nri..uttleB In necordanco 
with the provlrlons of this Act. 

(bl When used In this Act tho term — 

(XI "Widow" menns tho surviving wife of 
n partlclfiant who was married to such par- 
ticipant for at Ic-ast two years Immediately 
. preceding bis rlcatb cr Is tho mother of Issuo 
by mnrrlago to tho participant. 

(2) "Dependent widower" means the sur- 
viving husband of .a participant who was 
married to such participant for nt least two 
years Immediately prccetling her death or Is 
the father of Issue by marriage to Uio par- 
ticipant. and who Is incap-iblo of self-support 
by reason of mental or physical disability, 
nnd who received more than onc-halt of his 
support from such participant. 

(3) "Clitid". for tho purposes of sections 
221 and 233 of this Act, means an unmarried 
child. Including (1> an adopted child, nnd 
(11) n stepchild or recognized natur.al child 
who received more than one-half of his sup- 
port from nnd lived with tho participant In 
a regular parent-child relationship, under 
tho ngo of eighteen years, or such unmarried 
child rcgardics.s of ngc who because of phys- 
ical or mental disability Incurred before ngo 
elghtcctt Is Incapable of self-support or such 
unmarried child between eighteen and 
twenty-one years of ngo who Is n student 
regularly pursuing n full-time course of study 
or training In residence In n high school, 
trade school, technical or vocational Insti- 
tute, Junior college, cnllrgo, university, or 
compiirnblo rcrognl'.'.rd cducallonal Inaltlit- 
lloii. A elilld wlir.io Lwimty-Ilrat blrthdiiy 
oi'curn iirtiir lo .Inly I of iiflrr Aiiipii.t 111 of 
niiy rnicudiir yenf. timl while ho In regularly 
jturiiUlng such a rouiso rpf otudy or training, 
cb.all be deemed for the purposes of this 
paragriuth and section 221(c) of tlrls Act 
to have attained the ago of twenty-ono on 
the first day of July following such birthday. 

. A clilld who Is a student shall not bo deemed 
to hnvo ceased to l>o a student during any 
interim between school years If tho interim 
docs not exceed four months aud If ho shows 
to tho satisfaction of tho Director that ho 
has a Xsona fide intention of continuing ta 
pursue a eourso of study or tr.alnlng In t 


M-hmil year bi divided) linmcdbitely P.^.w- 
Ing the Interim. 

p„rl n— C'onipitf'ury ronlrlhlitlonf 
!irr. 211. fa) fUx and onc-linlf per rcnlum 
of flic ba-.lc aiifnry rcrelvrd by earn py* 
ticipntil .-.tiall be r..nlnbu'>-J to the fund .or 
Hie payment i.f aitniilll' i. ra-H benefit-., rc- 
fiiml-. .and atb-w.iiKe.-.. An ef|ual rum shall 
nl.so be eonlrllmleil frem tbo reri'cnlve ap- 
proprlallon or fund ■.vlileh Is urctl fy 
ment of bln salary. The amoimtn iiedue yd 

and withheld from basic t.-ilary tegether 'Alth 
tbo amounts -.o c'.ntrlb'.r.cd from the appro- 
priation or fund .shall bo def,oeUed by tho 
Acenev to the credit of the fund. 

(b) Each participant .•ball bo deemed to 
consent nnd ag-ce to such deductions from 
basic salary.- nnd p.ayment le.'s such deduc- 
tions shall be a full and cnmplcto dl-chr.rgo 
ond aetiuitiineo of all etnima nnd dcmandi 
whatsoever (or all regular r.crvlccs during tbo 
period covered by nucb payment, except tho 
right to the benefits to v/bleh ho rhall bo 
entitled under this Act, notwithstanding any 
law. rule, or regulation nflccllng tho Indlvia- 
ual's talary. 

Part c—Cofnputntlon of annulffe* 

Sec aei (a) Tho annuity of a participant 
shall brcfitial to 2 per centum of bis nvernro 
bnsle salary for tho hlgbett five eon-.ecit.vo 
years of service, for which full contributions 
hnvo been innelo the funtl* rnuUli»U<.U by 
tbo iiiimher of years, not rxcccrtln” thirty- 
live, of .service errant obtained In e.ecorrtanco 
v.ltli Iho provlsUiua revl'in.'i ’.!5l and 212. 
Ill tloieiriilolng tbo aggrtil'ito p'-rlnd ct r.erv- 
leu uiion which tbo unnuliy l.i to bo based, 
the friictpinal part of a mcntli. If any, shall 
not be counted. 

<b) At tho time of retirement, any married 
participant may elect to receive a reduced 
annuity and to provide for an annuity pay- 
able to his w.fo or her husiiar.d. commencing 
on tho date following cucb partlclp.aat s 
death nnd terminating upon tho death or 
remarriage of such surviving wlfo or hus- 
band, The annuity payable to the surviving 
wife or husband after such parttclp.ant's 
death shall bo .IS per centum of tho amount 
of tho participant’s annuity computed as 
prescribed In paragraph (a) of this Ecctlom 
up to tho full amount of t’ucli annuity speci- 
fied by him ns the base for tlie simvlvcr 
benents. The annuity of the participant 
making such election shall bo reduced by 
3',i per centum of nny amount up to 83,CC0 
he spccincd ns tho base for tho stirvlvor 
benctit plus 10 per centum of nny amount • 
over 03,000 so spcclQcd. 

;c)(l) If an annuitant dies nnd Is sur- 
vived by a wlfo or husband nnd by a child 
or children. In ntldltlon to tho nnnvilty pay- 
able to the surviving wife or husband, thcro 
shall be paid to or on bcholf of each child 
an annuity equal to the smallest of: (t) 40 
per centum of the annuitant’s average basic 
snlory, ns determined under paragraph (a) 
of this section, divided by tho number of 
children; (11) 5000: or (ill) 01.003 divided 
by tho number of children. 

(2) If an annuitant dies nnd la not sur- 
vived by a v/lfo or husband but by a r.hlld 
children, eucli surviving child ohall ho 


paid an aimully ttpiul tu tho r.mallcat of 
(I) 00 per tenlurn of tho nTiriultarif# nver- 
iigo biialo siilitry. ns determined under para- 
griiph (a) of this r.ectlon. divided by the 
number of children; (II) 8720: or (111) 52,100 
divided by tho number of children. 

(d) If a surviving wlfo or husband dies or 
tho annuity of a child Is tc.-mlnatcd, tho 
annuities of any remaining children shall 
bo recomputed nnd paid ns Uiough such wife, 
husband, or child had not survived the par- 
ticipant. 

(e) Tlio annuity payable to a child under 
'parneraph (c) or (d) of this section tlinll 


visions of law. nny dotcrmln.s- pursue a eourso or study or u.aining in tgo - 
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tt't'ti\1n:\tii (III llio Iii.'it (lay of the month he* 
fnru (I) hi'i nltnlotiH; ni;o rlf;Iitrcn iinlri'i 
liuMii.ibli' of rrir-i ii!>]i,irl., (2) lil.'i lirconilo'; 
c.-.o.'i'Ii- I'f r.-U-nii'i’i.rt iiftrr nrfo cl;lil"rii, 
(o) lili tii.inlur.o, CT (•!) liln dentil, ’ cr.c.-nt 
tliiit the p.iiiiiiliy or n cliMcl who Ir, n rfiidciit 
r.r, dc-crlhcd In ccetlon 20!{h) (,T) of thin /let 
clir.n tcrnili'.'.te on the lr-',t day of the month 
before (l) h.'s inr.rrle.'re, (2) Ills dc.-ilh, (3) 
Ills crerlt''; to sueh ti student, or (■$) 
Ms nttsiiUrf^ pfTo t?.'ciity-onc. 

(f) Any itmiierrlea runiclpant rctlrlns 
nneier tlio jirovlrlons of this Ac^ nn:t foiir.a 
by I lie Illreelor to be In (rood health may at 
tlic time or rcllrcnient elect a reduced an- 
nuity, In Ilcii of the nnnulty ns herclnbeforo 
(irovlded, nnd der)'’Ma(c In ivTltlnc; a person 
hnvlii;’ nn Insiirehlc Interest (as that terra 
111 used In ceetlon Oflil of the Civil Eervlco 
nedreiiioiit Act (5 Uf'.C. 2209(h))) In the 
rarlh'li’.int lo rceclvo nn nnnulty nfter ttio 
I'lrilclnnnt'a death. Tlio nnnulty p.-iynMo 
to the pnriieljinnt nialtliirr Bitch election r.linU . 
be reduced hy 10 per eeiituni of nn nnnulty 
computed rs provided In parnirmnli (n) of 
fills reel Ion, niut by 5 per cenuiniVf nn nn- 
JiuUy ro ccr.ipntcd for each full five yce.ro 
the person dest-nated In youturer than tho 
participant, hut nueh totnt reduction ehall 


year from the dntc hln rt eovrry In ilctermlnrd. 
Upon ii|<(illcalloii the Director niny rcinstafo 
nny Midi recovered dl'ahlllty nniiultant In 
the prade In which ho wan rervlit" nt timo 
of retirement, or tho Director may, te.ltln,'* 
Into con; Idcratlon tho nyc, qualiacatlons, 
anti experience of such tinnultsat, nnd tho 
jircscnt (irado of hln contcmporarlen In tho 
Agency, appoint him to ft nrado lil'rhnr than 
tho ono In which ho w.a.n ccrvlnt prior to 
rctlreniciit. Payment of the annuity chnll 
contlnuo until n dale r.ls nionthn nfter tlio 
dato of tho examination chowlrT recovery 
or until the dato of rcluntatemcnt or re- 
appointment In tho Acency, whichever l3 
earlier. Fees for cxnmlnatlonn under Mils 
provision, tcpotlicr with reasonable travcllni; 
and other cxiiciisos Incurred In order to aub- 
iVilt to cxnniliintlon. oliall bo paid out fif 
tho fund. If iho niinwltant falls to nubmtt 
to examination ns rcrjulrcd under this rcc- 


Dcalh In Fervico 

Rrc. 233, (n) In rir.o a p.arllclp'int dies nnd 
no cirdm for nmiulty Is pay.hle under the 
Iirnvl.-.lon’i of thli Ac',, hl.s conlrlliiitlfjn Ic 
tho fund, with ln*."re.-.l at the' rates pre- 
scribed In sections 2tl(a) nnd 231(.i), sh.ill 
bo p.sld In tho order of preccdrr.eo shown 
In section 2;t(b). 

(b) If ft participant, who ha,s nt I'.ast fivt 
years of r, civics credit toward rr'.lrsrnrril un- 
der tho system, e.xciudlrT military nr r.av.al 
ccrvlco that Is credited In accordance wrii 
tho provisions of section 2.31 cr 2.»2ffti(2), 
dies before separation or rctirerr.c.".t from the 
Agency and l.s niirvlvcd by n r/ldow or a de- 
pendent widower, ns deTned in rccdora 20t, 
Biich widow or d'-p'-iident widower rhall bo 
entitled to nn annuity criinl to 55 per cc.otum 
of tho nnnulty cemp'i'''d In necordanco with 
tho provislom of section 231(ft). Tho nn. 


tp ii-niiiivu iiiiucr inis rcc- nultv of .'.imh widow or rlcncndcnt 

tlon, payincut of tho annuity sluill bo aus- nh.all comiuenro on t.brd iio"foi o-in-. d“vh 

rs"’f;itisrn«o"n7'cS^ oV;ho;ftn;c;a^T„mV,'iia,? 

<5> recovered dlsablllly ftnnultant Sen^ widower 


whoso nnnulty is discontinued Is for nny 
reason not rcliistnted or rc.appointed In tho 
Ajency, ho .shall bo considered to havo been 
tciiaratcd within tho ineanint of par.-'s-raobs 


not exceed eo per centum. The nnulty of ft * (a) end (b) r.f ccetlon 231 .as of tho dato'ho 


rurvlvor d-r.l tnated under this paraer.ault 
Rhi'.ll bo C,3 per centum of tbo reduced oti- 
iitilty computed ns ptc.tcrlbcd nbovo. nto 
annuity p.ayi'blo to n bcnenclary under tho 
provisions of this poriif;rnph abaU beptn 
on tho Ilrat day of itio next month otter 
tbo participant din. trpon tho death of tho 
survlvlii" hencllclary nil payments nhall ceaso 
ftiid no further nnnulty payments ftuthorlscd 
under this parncraidt ahall bo duo or pay.able. 

Pert D—UcncHtn r.caiiitig toccrtc.in 
participants 

nctlrcment for Dl.sablllty or Incapacity— 
Medical Examination — nccovcry 
Gec, 231. (a) Any p.anicipant who has five 
years of rsrvlco credit tow.s.rd retirement un- 
der tho r.ystem, cxeludlnT mllltniy or naval 
ccrvlco that Is credited In r.ccordaneo with 
provisions of ceetlon 231 or ro3(ft)t2), and 
who becomes totally disabled or Incapaci- 
tated for useful nnd crilclcnt .scrvico by lea- 
eon of tlhc-sco. Illness, or injury not duo to 
•vicious habits. Intemperance, or willful mis- 
conduct on his part. Khnll, upon his own np- 
plication or upon order of tho Director, bo 
retired on an annuity computed .as prcscilbcd 
In rcctlnn 221. It tho disabled or Incapa- 
citated participant is under alxly nnd hns less 
than twenty yrur.s of eevvleu credit toward 


was retired for cileabilliy nnti ha .slialt, nfter 
tho dl.'contliiuanco of tho disability anniilt'/, 
bo entitled to tho benefits of that rectlon 
or of rectlon 211(0) except that bo may elect 


pendent v,tdo'.7cr. or upon tho doa',nd''nt 
wldov/cr‘o becoming rarablo of rclf-supnor':. 

(c) If ft participant who hrx r.t les-i5 live 
years of aervico credit toward rct!r''rnent un- 
der tbo r.ystem, rxclu-Uop mllif'-y or naval 
Bsrvlco tlia*. Is rredP'r) n aocovd-i-i-o v/itn 
tho provirhms of c-ntton 231 or .2"2'.a)i2), 
dies beforo separation t retirement from tho 
Aijeney nnd Is survived by a v/ifo or n hus- 
band and a child nr children, each .sorvivini; 


idi tJn M„u Motion 221(0(1), Tho chlld'.srnmil'y .shell 


nis rc.lrcnu'u', undrr the oystem nt tho tlmo der rectlon 11 of t 


(d) IJo participant ahall bo entitled to 
rccivo nn nniuiiiy untDr this Act nnd com- 
pcnrnllon for Injury or disability to lUmcelf 
under tho Federal Employees’ Comncncfttlon 
Act of .September 7, 1910, .es amended (S 
U.S.C. 751 et aeti.), covering tho tamo period 
of tlmo. Tills provision shall not bar tho 
risUt of any claimant to tho crenter bonoilt 
conferred by cUlicr Act for nny part of 
tho cams period of tlmo. Neither this pro- 
vision nor •■'ny provision of tho raid Act 
•of September 7, 1913, as amended, shall 
bo Eo construed ns to deny tho rli^ht of nny 
participant to receive nn nnnulty under this 
Act by rc.econ of lit.s own cervices and to rc- 
colvo concurrently, nny payment under such 
Act of September 7. 1910, ns nmended, by 
reason o' tho death of nny other person. 

(c) NotwlthsUindlnr; nny provision of law 
to tho conlr.ary, tho rlijht of nny person en- 
titled to nn nnnuUy under this Act nhall not 
bo nticctc'l beciiuno nucU person hns received 
nn award of cornpousatlon in a lump nura nn- 


hc-ln nnd bo terminated In acccrd'.neo with 
tho provisions of 'ccilnn 22Uc), Upon tho 
death of tho curvlvlm; wife or hirbantl or 
termination of tho annuity of a child, tho 
annuities of .any remaining children .'hall bn 
recomputed and paid rs tboiiyh cueh wife cr 
hu-bnnd or child had not mirvlved the par- 
ticipant. 

(d) If a p.srtlctpant who haa nt least five 
years of aervico cretllt tow.vrfl retirement un- 
der tho system, excludin'; mtlltar; or .n.aval 
corvlco that Is credited In acoortlanco wlt'a 
tho provisions of section 251 or 252(a)(2), 
dies beforo cepar.atlon or retirement from 
tho A-jeney .and is not survived bv a wlfo cr 
husband, but by, a child or ohirr’r'n. each 
survlvln.'; cliud chall In entitled to an an- 
nuity computed In nceorclanco with tho pro- 
visions of ceetlon 22i (c) (2) . Tho child’s an- 
nuity Bhall be;ln and termlnato in accord- 
n.nco with tho provtsiono of rcetlon 221(0, 
Upon termination of tbo annuity of a ohlUl, 
tho nnnutdea of any rcmaliilnd chil-lrcn 


dor this provision shall ' in no ecso exceed 
tho dirrcrenco between his ni;o at tho tlmo 
of retirement nnd aijo sixty, but this provi- 
sion nhall not Incronso tho anulty of any 
survivor. 

(h) In each cose, tho participant ahnll bo 
(liven a medical examination by ono or more 
duly ciUftllPcd pliysiclaus or surgeons desig- 
nated by tho Director to conduct examina- 
tions. nnd dis.abillty nhall bo determined by 
tho Director on tho basts of tho ndvlco of 
such physicians or surneons. Unless tho dls- 
nhUliy In' permanent, lllio examinations slinH 
bo mndo nnuually until tho annuitant has 
reached tho sinUUory mandatory rotircmcnt 
nco for his et.iOo ns provided In ecctlon 233. 
It tho Director determines on tho b.osls of 
tho ndvlco of ono or more duly tiualincd 
physicians or curfjeons conducting such ex- 
aminations that nn annuitant has recovered 
to the extent that bo can return to duty, tho 
.annuitant may apply for rolnstatemoat or 
reappointment in tho Accaoy within oho 


ramo disability for which compcn-satlon under 
such section has been paid, eo rnucli of Buch 
compensation as has been paid for nny period 
extended beyond tho date such annuity bo- 
' comes cITcctlvo, ns determined by tho Gccrc- 
tnry of Labor, nhall bo refunded to tho De- 
partment of Labor, to bo paid Into tho Fed- 
eral employees’ compensation fund. Deforo 
such person Bhall rceclvo such nnnulty ho 
nhall (1) refund to tho Department of La- 
bor tho amount representing such commuted 
payments for cuch extended period, or (2) 
nuthorlvo tho deduction of nuoh amount 
from tho annuity p.ayablo to him under this 
Act. T/hlch amount Bhall bo trannmitted to 
nueh Department for reimbursement to ouch ' 
fund. Deductions from such nnnulty may bo 
tnndo from accrued and accruing payments, 
or may bo prorated asalnst and paid from 
accruing payraenta in ouch ihauner ns tho 
Secretary of Labor shall dctcrmlno. when- 
ever ho finds that the financial circumstances 


Sec. 233. Any participant In tho By.stcm who 
Is at least fifty years of rgo and has ren- 
dered twenty years of ccrvlco may on hlo 
o'Wn application nnd with tlio content of the 
Director be rcllr'rd from tho Aneuey and re- 
ceive benefit.-} in nccor'lnnco with tho pro- 
visions of rectlon 221 provided he has not 
less than ten years of ccrvlco with tho 
Agency of which nt least five shall have been 
qualifying ccmrlco. 

Discontinued Scrvico Benefits 
Sto. 231. (a) Any participant who *epa- 
rates from tho Agency after having per- 
formed not less than firo yearn of Borvico 
witls tho Agency, rmiy, upon ccparatlon from 
tho Agency or at ony tlmo prior to be- 
coming cllglblo for an annuity, elect to have ■ 
his contributions to tho fund returned to 
him in accor^.anco wl'h tho provisions of 
section 241, or (oxespt In cases whero tho 
Director dctcrmlnm that ocpar.uion was 
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of the na aultant an such oa to warrant suclj. based In whole or In i»rt on tho' ground of 
dofemd ^undlBg, <Woj*Ity to tho Onltod States) to leavt bto 
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<•.1111 iHml Ian In ilir (iiinl .mil ri'i-nlvn iiH .'ii- 
BMili V. nt'ini'iin-n ,i . pri 1 1 il)r<l In ■ fn li*n '/«! . 
rnnnni'in'lnn :ii li'i* t*! :iiiv-U\n vr:i»';' 

( 1)1 U n I'.n (t) Ij) U'l \'ln) l> )'> In 

no'Oi ilniiii- Willi i!n‘ pin) n-linia of |).iriii:r.il>l> 
(n) of linn i.crilon lo ncrlvr ii itofrrri-il iiii- 
imlly ronnnciu'lniT al Ihr .ini' nf tKly-lwotlics 
brforc rr.’.'-liliKi ll'.o lU'n o' nlMy-t"o hln con- 
trlbullonn to Un* fiiml, v.lili Intrro.nt. thall be 
paid In ticonrdaiicr wild llio prtivlnlnnc of 
[.(’i.'ttoni. 211 inid 2 ( 11 . 

Mandatory r."lliein''iit 

Si;c. 235. (.al Tlic Plrcctor nniy In lil.a cll3- 
crcUon pl.aoc In a rc’.lrerl rt.atn.s any parllcl- 
panl wlio lia.i eompfoicci at Ira't twoniy-llvo 
vciirs of Fcn op Who la at Irnat lilty years 
of are ftnd liar, roninloted at Irai.t twenty 
vc.arr. of acra Iro. pn>vi(U')l ,*nieli partlelpant li.is 
lint less lhan ten yearn of leivlcc with the 
A^a'iiev of which at Innr.t I'n e shall have been 
quallfvliiT service. If no retired. Mich partici- 
pant r-hail receive retirement benclltn In ao- 
cord.incc with the pro'. lMon.a of section 221. 

lb) Any p.irtlclpant in the BVhlcin rceelv- 
lup compcnrallon at ibe rate of craile Gi-'-in 
or above sbnil be nntoinatle.ally separated 
from Ibe Ae.cncy npon rencbltiR the .arte of 
atxiy-flvc. Any partleipanl In the r.ysiein rc- 
relvIiiR eompeinintlim nf a rale le-.a tbiin 
ftrinli' (in 111 .•■hall I'e nnioinal leally m-parated 
liiim Ibe Aneiuv upon |■e.■.■blln; the of 
aUly. !hii h eepiiiK I Ion iiliell be i lh idlvi* ini 
tin* liisl tinv of I he iininlb In v/bii'h a iwritel. 
j'linl tcai'bea inie i.Kiy or abtiy-llve. im i.iwel- 
ned In tlila na'iinn. but whenever the Iflreti- 
lor shall determine it lo he In the pnidle in-, 
tereni. he may cxtenri ."mch parllclpanl's aerv- 
Ice for a perlml not to cvcced live years. A 
p.arUclpant ccparaled under the provirlon.a pf 
this section who lias comnletcri live years of 
Aneucy tervlen shall receive rcilrcment benc- 
flt'a In accordance with the provisions of acc- 
tlon 221 of this Act. 

Limitation on Ninnher of Ttetlrcments 

arc. 2.10. The number of partlelp.ants re- 
tlrhiB on an annuity pnr.snant lo sections 
2.13. 2M. and 235 of tbli Act ntiall not exceed 
a total of four hinuhi'd diirltiR Iho perlotl 
cndliiK on .Time .10, 1!I0‘), nor a total of four 
inindfcd dnrliiR the |icri.»l licrdiinltit' on 
July 1, IPOfl. and c'ldlnit on .tunc 10, 1074. 
farf K— fh'-po.Hlfiotl nf eoiifi ilntffoil.i fluff (H- 
'■ ‘ fei'i'.st In I'Tri'm of Urnr/its ri'cciieil 

Srr. 241. (a1 Whenever a purtlclpint hc- 
come.s separated from the A.ioncy without be- 
cotnlnf: cllclblo for .an iinnnlty or a deferred 
annuity in accordanr.e with the provisions of 
rhls Act, the total amount of contrlbtulons 
from bln salary with Interest thereon at 4 
per centum per annum lo Deeeniher 11. 1047. 
and 3 per centum per nninnii fbcroallcr com- 
pounded annually to December 31. 111.50 for. 
In the ca.so of n participant separated from 
the Agency before bo has cpmplcted five years 
of service, to the d.ito uf separation) and 
proporllonatoly for the pcrlotl served during 
the year of separation Includlnt; all contribu- 
tions made during or for Mich period, except 
an provtdi'd lu sccllou Hill, r.ball be returned 
to him. 

<b| lu the event that the total conlrlbii- 
llomi of a rctlrnl participant, other than 
voluntary contrlhnllons made In iiccordniicc 
with the provisions of .'cctlon 201. with In- 
terest at the rates provided In paragraph (a) 
of this section added thereto, exceed the total 
amount returned to such participant or to an 
annuitant claiming lUrouEh him. In the form 
of annnlilcs. the excess of the accumululcil 
contributions over the accumulated annuity 
payments shiill bo p.ald In the following or- 
der of prcecdcnee. upon the establishment of 
n valid claim therefor, and such payment 
.shall bo a bar to recovery by nny other per- 
son: 

(1) To the bonefleinry or bencflclnrles 
designated by such p.irUclpaiit In writins to 
tho Oircotor; 


60001-0 


SopLcmhcr 


(21 II llii re bi- ii'f Miiii iMimiiiilnry ti» the 
Mirvlvlni; Mile or liiiMiiiiul of iiuiii ptirlh:!- 
panl ; 

1,11 Tf none nf the nhnve, lu llin child or 
rhililrcu I'f r.uf li piirtlii|iiml and fle'-cciulnnln 
of deceased rlilldren hy reprcaimlallnn; 

4) If none of Ihc above, to the parents of 
ouch parllcip.uvt or tho survivor of llietn; 

1.5) If none of Uic above, to the duly ap- 
pointed executor or ndmlnlnlralor of the 
estate of su'it participant; 

(111 If none of the iihnvc. to other next of 
kin of i.ueh participant as may be determined 
by the Director In bis Judgmcnl to bo legally 
entitled thereto. 

(c) No payment sh.all be made pursuant to 
paragraph (b)(C) of this section until after 
the expiration of thirty day.s from the death 
ol| the retired participant or his surviving 
annuitant. 

Part F — Period of rervice for annuUlcs 
Compulation of Length of ."acrvlce 
Stic. 251. T'or the purpose of this Act. tho 
period of i,ervlcc of a participant rhall he 
rompiited from tl,io date he heeotnes a par- 
ticipant uiu^er the provlslon.s of this Act. but 
all periods of separation from the Agency and 
BO much of nny leaves of abrence without pay 
as may exceed r.ix months In the aggregate 
In any ralendiir year nimll be cxelmlcd. ex- 
cept leaves of iibsi-iiro while lecelvlug henc- 
illM nitiler ihn 1 -’|.iIimiiI Hiiiiloveeii' Cumpen- 
luilltih Aii. Ilf !V|ileiiil>i'r 101(1, iiii nnieiulial 
(It tl lie. '/('ll el mat.), and leiiveii of itliMiiico 
griiiilrd pill llelpitiils wlilli) piTforinliig active 
and homrebte military or naval rcrvlco In 
the Army. Navy, Air force. .Marino Corps, or 
Co.ist Ciiinrd of the United States. 

Prior Service Credit 

Src. 253. (a I A participant may, subject to 
tho provisions of this section. Include In his 
period of fcrvlcc — 

(1) civilian service In tho executive. Judi- 
cial. and legislative br.mchen of the Fcclcr.al 
Ciovrrnmcnt and In the District of Columbl.a 
govcrnmcht, prior lo becoming a pnrticip.int; 
and 

(2) active and honorable military or naval 
Bcrvlco in tlir Army, Navy, Air Force. Marino 
Corps, or Const Guard of the United Slates 
prior to the date of tho flcparalion upon 
wlilfh title to annuity Is h.sscd. 

(ii) A parttclpatft may obtain prior civilian 
service credit In nccordaneo with the pro- 
visions of paragraph (aid) of 'this section 
by making a special contribution to the fund 
Cfliiiil to tho porccniaBc of his basic annual 
salary for each year of service tor which 
credit Is sought Bpcclflcd with respect to such 
year In tho t.ablo relating to rmployccs con- 
tained In eecllon 4(c) of the Civil Service 
netirement Act tS U.S.C. 2254(c)). together 
with interest computed ns provided in sec- 
tion 4(c) of suclt Act (S U.S.C. 2254(C)). 
Any such participant may, under such con- 
ditions an may bo determined In cacit In- 
stance by the Director, pay such epcclnl con- 
tributions In Installments. 

(0(1) If an officer or employee under 
Bomo other Ooverninent retirement system 
becomes a participant in the system hy direct 
transfer, such oIDccr or employee's lotal con- 
tributions and deposits, Inchidlng Interest 
accrued ihcrcon. except voluntary contribu- 
tions, shall bo transferred to tho fund effec- 
tive ns of the d.ate such officer or employee 
becomes a participant In tho system. Each 
such officer or employee shall bo deemed to 
concent to the transfer of such tvmdn and 
such transfer shall be « complete discharge 
and acquittance of all claims .and demands 
ngaln.st tho other Government retirement 
fund on account of service rendered prior to 
becoming a participant In the system. 

(21 No participant, whoso contributions 
oro transferred lo tlio fund In accordance 
with the provislona of paragraph (e)(1) ft 
(dila McUon, ehall be required to mnko eo» 


inbuHoii.s III uiIiIIUdii to itio.n lruitir*rrcd 
for |l<•rl<l<lll (.f ( ■•rvl< r lor wlihii full rou'.rl!>ti- 
l|))liii v/vre iMO'lr ')> Ihc f)tli*'r < i(iv'errtmc'fit 
rellrcniiiiL f'lu'l. nor •lisll nny rclund ho 
m.sdii to nny p TiKipiiU on account of 

con'.rlhiiUons iii ide dnrlni; nny perh/d to the 
Ollier Government retirement fund at a 
higher rale than that flxe-l for employers by 
section 4(e) of the Civil .'yvrviee Il-Mrcnient 
Art (5 U..S.C. 2254(i-)» for coiitrlbu'.lons lo 
the fund. 

(31 No partleljiant. whose contributions 
are Irain.fcrred in Uie fund In accordance 
with the jirovir.lon.s of jiaragraph (cid) of 
this section, .shall rctelvc rrcclit for I'crlods 
of r.crvlcc for which .a refund nf contributions 
has been made, or for which no contribu- 
tions were made to the r,thcr Government 
retirement fund. A participant may. ho-.v- 
ver. obtain" credit for such prior service by 
inking a special contribution to the fund in 
accoidancc with the provisions of p.vragr.ipb 
(b) of this section. 

(d) No participant may obtain prior civil- 
ian .service credit toward retirement under 
tho sv.stcm for nny period of civilian service 
on tlic basis of which he is receiving or will 
In tho future be entitled to receive any an- 
nuity under another retirement system cov- 
ering civilian pcrr.onncl of the Government. 

(el A pnrticip.int may ob'ain prior mili- 
tary or naval service credit lu iircordmco 
wUh the provisions of parsgraph (a)i;!i of 
ihin seii.inn by itpiilylng for It Ui the Direr- 
tor prior to reliriinenl or iiiiaratlon from 
tho Aitency. However, In the ease of a par- 
tui'iant who hi eligible for and receives re- 
tired p.ay on account of military or naval 
rcrvlco. tho period of service upon which such 
retired pay Is based sh.all not bo included, 
except that In tho case of a particinant who 
is eligible for and receives reti.-ed pay on 
account of .% scrvicc-conncctcd dlnbillty In- 
clined in comb. 1 t with an enemy of th* 
United .St.itcs or eivisc'J by .iii Iri'.tnimen- 
t.itlty of war and Incurred In line of diiiv 
during a period of war (ns that term Is '•s-'d 
in chapter 11 of title 3n. United States C-vlei, 
or Is awarded under cbipter 07 of title lb of 
tho Untied States Code, tho period of such 
military or naval servieo shall bo included. 
No contrihuilon.s to the fund (ibnll he re- 
quired In connection with military or naval 
Ecrviec credited to a participant In accord- 
ance with the provisions of paragraph (a) (3) 
of this section. 

(fl Notwithstanding .any other provision 
of this section or section 253 nny military 
service (other than military service covered 
by mlllt.iry leave with p.iy) performed by a 
participant after December 1050 slinll be ex- 
cluded In determining the aggregate period 
of service upon which an annuity payable 
under this Act to such participant or to his 
widow or child l.s to bo based. If such partici- 
pant or widow or child Is entitled (or would 
upon proper application bo entitled) at Die 
time of such delcrmlnatlon, to monthly old- 
age or Biirv Ivors’ beneffts under section 202 of 
the Social .Security Act. ns amended (42 
U..S.C.402) , based on aitch participant's wages 
and flcK-cmplovment Income. If In the case 
of the participant or widow HUeh military 
service Is not c.xdudcd under tho prcctd'ng 
sentence, but upon attaining ago sixty-tvvo, 
ho or sbo becomes entitled (or would upon 
proper application be entitled 1 to such benc- 
hts, tbo aggregate period of service upon 
which such annuity la bn.scd shall bo redeter- 
mined, effective ns of tho first day of the 
month in which he or she attain such age, 
so as to exclude sucli service. 

Credit for Bcrvlce. While on Military Leave 

8EC. 253. (Ill -A participant who. during 
tho period of nny war. or of any national 
emergency at proclaimed by the President or 
declared by the Congress, has left or leaves 
his position to enter the military service 
•hnll not iM eonsKtored, for (he purposes of 
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till. Ai'l, rti. f.r|> imiUmI trt'm hla Attrttcy 
tlciii l>y ol i.ui'li iTiillt.iry Lrrvlci". iiiitriui 

hr lUilI I'i'iily i.>r mill rmlic u rnriiiiil of 
c.Milrlhiilloii ; MuiliT ilus Arl: ri’orlih'il, lliAt 
rtirli p.irl icl|tnt ton rliall iml IX! coii-.lclcrrtl ns 
rrtnlnliii; hln A •niry i-oHlIton hryi'inl Dr- 
rriiUirv 31. r.'.hl. or tho r\nlr.«lloti of llvo 
yp.ir.'. of (.Ill’ll iiillil iry i.pi vlrr. Mhlrlicvor 
Is Inter. 

(bi Ci.'t'.lrlh’.illoo'- (h.nll hot be required 
coverli’.r pri |odn of ir.ivc of nb.-.ciicc from the 
Afjeiiey pi noted pnrtirli'.nrit while portoriil- 
Inp netivc oilllt.-.ry or h.tvnl service ln|tho 
Army. Nnvy, Air rorce. Marino Corps, or 
Const C.unrit of tlie United States. 

Part a — Moneys 

Eitlmnfc of Approprlntlon.’; Needed 
Fi c. 2G1. The DIrec'or shall prep.iro the 
estimates of the nniiuni npproprlnilons rc- 
qulrcil to be mrde to the ftiml. and shnil 
entire to he m.ade nctunrlnl v.aluailons of the 
fund at Intcrv.nls of five yc.ais. or oftener If 
deemed necess.ary by him. 

Inrcstment of Moneys In the Fund 
Sre 2G3. The Ulrertor may. with tho np- 
provnl of the .‘rcerctiiirj- of the 'I'rca.sury, In- 
vest from time to time In liiteresl-bcarlnt; 
fcourlllr.s of the irnllril t-mtes r.nch portloiei 
of tho fnml n i In hln Jii.liiinrni mav not ho 
Immediately rrqthreil l.'r I he payment of 
nnnmile.s. ciwh Itenrilio, refuiul.s. and nllow- 
(itveea. and tho income tlcnvrd from siieh In- 
ventmentr, rhitU conrMuite n jiart of such 
fund. 1 

Attachment of Moneys 
Sec. 2fi,1. None of the money.’; nieni toned In 
thli Art shall be a’ .’iiirnablc either In lav/ 
or cqulU'. or be .snhieoi to citceullnn, levy, 
attachment. iTnrnlshmcnt, nr other Icp.il 
prvtccss. ‘ 

Part n — Pelired partir'.patils reeaticd, rein- 
state/t, or rreppofiifetf fn fJic A^encli, or 
Tccmployril in :hr Gorernment 
rtecalt 

Fee. 271. fat The Director inav, with the 
con.sent nf .my retired |>.trllclTiant. recall such 
pnrUelp.int to duty In the Arcncy w'letiever 
he i hall ilclermlne ntich recall l.s m the pnb- 
llo Interest. 

(b1 Any s'leh parlli'lp.ani recalled to duly 
In tho Apen.’y In nccoKl.mec with tho prov- 
vlslonn ot p.irntjraph i of thin .soclton or 
rclnst.nled or rc.'. pool n led In accortl.tnco with 
tho provisions oi r.ccHon 2.71 fh| shall, while 
so scrvlnR, be en’.Ulcd In lien of his nnnnUy 
to the full salary of the prailc in which he is 
scrvlnff. Duriiic: r.nch servin', he shall make 
contributions to tho loud In .aecordanro with 
tho provLston.s of section 211. When ho re- 
verts to hta retired status, hl.s annuity shall 
be determined anew In accordance wrltli the 
provisions of section 221. 

Recmplojtmcnt . 

See. 272. Nolv.'it’hBtai'ldlii5 any other pro- 
vision of law. a participant retired under tho 
provisions of thr; Act shall not. by reason of 
hla retired st.atiis, bo barred from omploy- 
ment In Fedcr.al Government service In any 
appointive position for which ho Is qualified. 
An onnulltint r<» rcemploycd shall serve at 
tho will of the appointing ofTiccr. 

Fecmployinent Compcnsalloii 
Sec. 277. (ni Nntwllhstandliir; niiy other 
provision of law. any annuitant who lin.i ro- 
tlrcil under i hla Act amt who Is employed In 
the Federal Covernment .'■ervlrn In any np- 
polnllvo position cither on n jiart-tlmo or 
full-time b.vsis shall be entitled to receive his 
annuity payable under this Act. but there 
shall bo deducted from his salary a sum 
equal to the annuity allocable to tho period 
of actual employment. 

■ (bl In tho I'vciit of any overpayment under 
this section, such overpayment shall bo re- 
covered by wlthhnldlni; the amount Involved 
front tho salary payable to such rcemploycd 
annuitant, or from any othgr mimoya, in- 

. Approved For Release 


cludlnq blr. annully, p.nable In necordanee 
with tho provir.Inn.s of thin Act. 

Pnit I — Voluntary runlriltutlons 
Sr/-. 201. (n) Any p.U'llrlpant mny, nt his 
option and under ouch rrnulatlon.i os mny 
bo pre-’iTlbed by the Dlrechir. tiep'v.ll iiddl- 
llmial auins III iiiiilllplea of 1 |)er centum of 
Ills h.L’ilu .'al.iry. but in it hi exec.'.a of 10 )>cr 
cenlum of .Mirh salary, which amoiintn to- 
relher with Interest at 3 per centum per 
tnmtim. compuunded atiuiially ar, of Decem- 
ber 31, and proportionately for tlio period 
r.ervcd durini; the year of his retirement. In- 
cludin'; all contributions made during or 
for such pcilod, shall, at the date of his re- 
tirement end nt his election, be — 

(1) returned to him In a lump sum: 
t (2) u.icd to purcliase an additional life 
annuity; 

1 31 used to purch.ase nn nddlUonM life 
annuity for himself and to provide for n cirsh 
paymenr. on his death to n boncflelary who.se 
name shall bo notified In writing to the Di- 
rector by the p.artlrlpant; or 

(•I) iir.erl to purchase an additional life 
annuity for himscif and n life nnii’ilty corn- 
mcnelng on his d'dith payayblo to n hcnc- 
lli’iarv wlio-ie name shall bo notified In 
wrlilng to the Director by the parnelpant 
with a ruaranifcd return to tho bcueflcliiry 
r'r his |ee:d rcprcienliillvc of nu nmniint 
equal to tho cash payment referred to In 
Biihparanruph (3) above. 

(b) The benehw prnvUled by r.ubpnrairraph.s 
<2), (3), or (li.of pi'mirrajih fa) of this sec- 
tion shall be artunrlally equi'/ali-nt In value 
to the payment provided for bv uubpnracraph 
(a) (II of i.hl'i accllou and shall ho calculated 
upon such fables of mortality as may ho 
from time to time prescribed for this purpose 
by the Director. 

(cl In ea.'c a participant shall become sep- 
arated from tho Agency lor any reason ex- 
cept reurement on an annuity, the amount of 
any additional deposits with Interest at 3 
per eentiim per annum, compounded ns Is 
provided lu parner.iph fa) of this section, 
mnfle by him under the provisions ot s.ild 
paracyaph (a) shall bo refunded In tho man- 
ner iifovldcd In section 2’11 for tho return of 
contributions and Interest In the enso oi 
death or Ecp.arallnu from tho Agency. 

(d) Alt’.’, hencllts payable to a participant 
or to his beneficiary In respect to tho addi- 
tional deposits provided under this section 
shall bo In addition to tho benefits otherwise 
provided tindor this Act. 

Fnrf J — Cost-ot-liriny ndjttslmcnt of 
nn >1 nittrs 


nbln from tho fund to an annuitant's sui 
vlvor (other than a child entitled under r.er 
tion 22t(cll, which nniiul'.y comincneed tl 
day after the nniiiiltanl'n dea'h. shall be ir 
rir.a/.cd ns provided In .'.ubcocUon (nifl) < 
(a)(2) If Iho eomnicnclng <la'c of annnlt 
t/» the annuitant was e.arlicr than January 
of the year pretedlng the firrl Iner-ace. 

(2) Mfftctlvc from ll'i r.-jinmenclng dat 
nn annuity p.ayablc from the fund to an ar 
nultant's Durvl’.’or (other thrm a child er 
tilled under .cectlon 221 fc)). which snnull 
coinmcneer, tho day .Kicr the niinuliAnt 
death and .after the egccllvc date of the fir: 
liicrca.'ie under this section, sh.all be Ir 
crc.ascd by tho total per centum Increase th 
annuitant wn.s receiving under this scctlo 
at dcnlh. 

(3) For purpocc.s of computing an nnnult 
which eomincnccs after tho eflcctlvc dal 
nf tho dost Incren.so under this section to 
child under section 231(e), tho Iten.s tflOi 
6720, •l.noo, nnd $2.1C0 npiienring In scctlo 
221(c) shall be Increased by tho total pt 
centum inerce-o allowed and In force tindt 
this Bcellon nnd. In ca:e of a deceased an 
nultaut. the Items 40 per centum and 00 pc 
cenium appearing In i.ccUon 221 fe) rhall b 
liicre:ir,ed hv tho tot.il per centum Incrc.ar 
lillo'.vcd and In force under this section to tb 
annulliuit at death. I’lffi : tlve from the duf 
of the first Increacc under this i.ectlon, ih 
provl.slons of this paragnifih shall apply .7 
If such iirsi Increase were In effect with re 
apcct to Computation of (t Child's nrinlilt 
under r.cetlon 2'Jl(cl which commenced be 
tween January 3 of the year preceding th 
first Increase nnd tho eflcctlve date of th 
first lncre.a.'.o. 

(c) No Increaso In annuity provided by thi 
rcctlon shall bo computed on any udditlonu 
annuity purchased at retirement by volun 
tary contnbe.tluns. 

(d) Tho mon*hIy Installment of annul*. 
after adju.stmcnt under this section shall b 
Used .It tbc i-.cnrest dollar. 

Mr. STENNIS. Mr. President, th 
purpose of the proposed leri.slaiion Is b 
provide an Improved retirement .cys 
tom for certain employees of tho Centra 
Inlcllircnco Agency. 

I .TAk unanimou.s con.sent that I ma; 
yield to the Senator from Massachusett 
(Mr. Sai-tonstallI, one of those whi 
worked on tho bill, without losing m; 
I'iglit to the floor. 

The PRESIDING OFFICER. Wlthou 


See. 2Dt. (a) On the basis of determina- 
tions made by the Civil Service Commission 
pursuant to section 17 of the Civil Service 
tlcUrcmcnt Act, ns amended, pertaining to 
per centum change In the price Index, the 
following adjustments shall be made: 

(1) EiTcctlvo April I, 1060, If the change In 
the price index from 1064 to 1068 shall have 
equaled n rise of nt least 3 per centum, each 
annuity payable from tho fund which has a 
commencing date earlier than January 2, 
1005. shall be Increased by tho per centum 
rise In tho price Index adjusted to tho nearest 
one-tenth of J per centum. 

(2) Eifcctlvo April 1 of any year other than 
1060 after (he price index change sh.all have 
equaled n rise nf nt least 7 per centum, each 
annuity payable from the fund which has 
a eomnfcuring date earlier than Jnnuniy 3 
of the preceding year shall be Increased by 
the per centum rise In the price Index ad- 
justed to the nearest one-tenth of 1 per 
centum. 

(bl Eligibility for nn annuity increase un- 
der this section eball be governed by the com- 
mencing date of each annuity p.-iynble from 
tho funds as ot the e.TcctIvo date of nn In- 


objection, It l.s .50 ordered. 

Mr. SALTONSTALL, Mr. President 
ns ranking minority nicinbor of the Com' 
mittco on Armed Services, I would likt 
to supplement the remarks of Senate 
Steknis on n.n. 0427, which Is .aimci 
nt Improving the retirement system fo; 
a certain segment of the employees o 
tho Central Inlclllgcnco Agency. I woult 
like to emphasize the following points oi 
this bill. 

I 

Tho purpo.50 of this bill is to provide 
nn improved retirement .system only fo: 
those Central Intelligcnge Agency cm^ 
ployccs who are actually involved In r up': 
porting or conducting our U.S. intelll' 
gcnco operation abroad. .The.sc pcopl< 
arc involved in nctlvltics which arc haz- 
ardous to their life and health. As thest 
people become older nnd move Into thcli 
early flttic.5 It is not possible, because o: 
tho rigorous conditions of service, fot 
all of them to sci'vo the further perlex 


crease, except as. follows: ^ of time necessary for them to quallf] 

(U Egoetivo from the date of the flret Mt- for Immediate retirement under the nor* 

fSTOo'SW 
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Tills liiU, 111 flTi't'i. «loi'5 Uii'iT lliliui.'i. 
-•.'si, It. iii'i niif.'- Hirst’ i inployt r.s to lie 
lii-ftl Mitli .111 ir.imc'dif’tf iiiimiity bc- 
ii'.iniii:', ."It tiTO SO it tlv’v liavf' comiilrtcd 
^0 s’cnrr. spivicr or. v,'itlii'iit rc inrcl to 
! 'o, if tlioy I'.fivp cor.ipk'tcd 25 yt'.ir.i of 

1.1 .'I* 


I'i’vict?. 


... ....... Scccr.d, it cr'nti’.ln.'! no liiianciiil 

rn.Tily for rctliTniotit o.s '-a appliciiblo 
.1 civil .service ictiicinciit under n;;c CO. 

hlui. it provicin.s Hint tlicsc employees 
li>r c.sch yc.sr of crccilt.T'oIc sci'vice will 
l■••\■e tlicir retired p.^y based on a Mat 2 
'orcent of tliclr liinliest 5-.vcar nvcraec 
|'’..'ir.v ns compared to tlie civil service 
•.■ovisions wiileli provide for a le.s.ser ro- 


! renienl ninltlidier for tlio fir-st 10 years 
■ f .«ervice. 

Ill 

The Senate vcr.sion of this bill, has been 
Greatly tightened n.s conipnrcd to the 
* fousc vciRion. One of the principal 
■oniniittce amendments i.s the liinita- 
ioii which provlde.s that not moi-c ili.an 
;P0 pcr.sons may retire iin.ler lliis act 
lelwecu now and .(tine :io liiC!) and not 
jnore than .1(10 over llu' loilo’viivt ii-vear 
eoriod. There are a maiiln'i of other 
najor amendinonus to thin bill all of 
[•. hicli arc ret forth in the committee rc- 
jort bcslnnlnc on pasc 6. 

IV 

ThI.s losislation wn.s rcp.orted unanl- 
nously by the Senate Committee on 
\vincd Sciwlccs. The bill is e.s.senti.al in 
irdcr to meet the retirement problem 
-•ansecl by the severe conditton.s of sorv- 
cc for th’s small aronp of men who .so 
\bly servo their co«in.r,v tlii oieihout the 
’.vorld. 

I I Join Senator Stcnni.s in urnn:: Its 
immediate adoption by llic .Senate. 

I Mr. Pre.sideiit. I believe tlic pnrpo.se 
.’f the bill is an eminently fair one and 
'is Jii.'^tll'icd for the comiiarntively finiall 
liiutnber of employees lor whom It pro- 
vides these bcncfit.s. 

I Mr. AIKEN. Mr. Prc.sidcnt, will the 
Senator yield? 

Mr. STENNIS. I yield. 

Mr. AIKEN. Does the retirement sy.s- 
tem for CIA employees pinployed In for- 
eign countries apply to a’ieris a.s well a.s 
to citizens of the United Stales? 

Mr. STENNIS. The bill contains two 
'.sfXiclfic provisions on tlii.s point. First, 
it proviric.s that the Dii*Cctor, in naming 
the employees to be covered under this 
sy.stem, shall de.slpn.ate only those dc- 
lorinlnerl by him to be in .siipiiort of 
A.v.cncy aciivltlv.s abroad, and In diillcs 
hn/aiilouN to Ibo life and health of Ihe 
leini'loyi'O. 

Mr. AIKEN. That means that the ro- 
tiremenl could apply to aliens — forolgUr 
ers? 

Mr. STENNIS. No; It will apply only 
to U.S, Citizens. 

Mr. AIKEN. Only to U.S, citizens? 

Mr. STENNIS. That is correct. The 
bill will cover only U.S. citizens. 

Mr. AIKEN. When tliose people go 
on retirement am I concct in assuming 
that their namc.s will be kept secret while 
they are employed? ; 

Mr. STKNNfS. No: there will be; no 
.secret ll.st of tho.se people after they nra 
pctired. 

Mr. AiKENApi^rD^y. For Rele ise 


Mr. ltU.siiEI.U. Mr. rresldcnt, will 
till* .SeiiMlor ylelil? 

Mr. S'l ENNhS. I yield. 

Mr. nU-SSEhU. ThLs retirement sys- 
tem i.s Inrnely patterned on the retire- 
ment .sv.stem for foreign scnice person- 
nel. It i.s not finite .so liberal as the 
retirement system for foreign service 
personnel Jiliroad. Wc made some parts 
of it conform to the civil service retire- 
ment sy.sicm latlicr than the system for 
foreign service cmploycc.s abroad; but, 
generally .ipeaking, it is patterned upon 
tlic retu ement system for foreign service , 
cmploycc.s over; cas. 

p.Ir. AIKEN. A vciy generous sy.stcm. 
With that explanation and that under- 
standing. 1 liavc no objection. 

Mr STENNIS. I think that sum- 
marizes the bill in large part. Gen- 
erally .speaking. Ibis special system for 
a limited number of CIA employees Is 
b.a.srd upon the retirement system for 
Forepin Serviee employees abroad, cx- 
eept tliat It I.s not so broad and rcncral. 
hill i.s more Ihiiiled. 

.Also, there I.s n llmilallon on the num- 
ber that ran be lethrd under Ihl.s iilll. 
Not more than <100 may Itn retired under 
this legislation during the period from 
the date of enaeiment to June 30. 1909. 
There i.s al.so r limitation of 400 during 
the next .'i-year period from June 1. 
19‘i9. until June 30. 1974. 

Mr. AIKEN. In determining the 
amount of retirement benefits. I pre- 
■sumc tlifit previous .service in other 
aeoncic.s of the Government would be 
taken into consideration? 

Mr. STENNIS. Yes: that would bo a 
part of the conipen.sntlon. 

At the present time all employees of 
the Central IiUrlllpencc Agency arc un- 
der the normal civil .senicc provl.slons for 
retirement puvpo.scs. The need for this 
bill ari-ies from the fact that because of 
the conditions of service, not all of the 
CIA employees who arc suijportlng and 
conducting intelligence activities abroad 
can anticipate the period of cmtiloymcnt 
required for retirement under the pres- 
ent civil .service provisions. For this seg- 
ment of CIA emidoycos this bill creates a 
special retirement system which will 
make it possible for these employees to 
retire at an earlier ago and with a less 
severe financial penalty than the present 
civil service system employees. It Is ex- 
pected that not more than 30 percent of 
the Agency emidoyeos would bo covered 
under this now system. Not all of these, 
of eomw. would ever qualify for retired 
pay. 

As wo all know, the entire CIA opera- 
tion i.s an Inlelligenco ctfort. At this 
point. Mr. President, the question natu- 
rally arises as to how there can be a clear 
line of distinction between those em- 
ployees who would be covered under this 
bill and tho.cc who would remain under 
the civil service system. The bill con- 
tains two .specific provisions on this point. 
Flr.st, it |)rovldc5 that the Director, In 
naming the employees to bo covered un- 
<ler this sy.stcm. will designate only those 
(Icternilncd by him to bo in support of 
ARcncy neUvltle.s abroad, and liozardo^is 
tn the life and health of the employee,^ 


bicnii'ie of .'.ecuilly ronulrtnicnt'.. to he 
cle.aily dl.'.llngiu.shablr from iiorm.il Gov- 
ernment employmgiiV- f"' cord, fiioro is a 
spcclllc llmltiilion. not in the IIovi.-.c vrr- 
•slon. which provides that excel)', for di.s- 
ablllly retirements, not more than 400 
employees will be rctli cd under this legis- 
Intlon din ing the period from the dale of 
enactment to June 30. 19C9. Also, there 
i,s a limitation of 400 for the r.o.xt 
period between July 1. 1900, and June 30, 
1974. 

It should also bo emphasized. Mr. Prcsl- 
dent, that the rules and i cgiil.atldns of the 
Director for c.stablishing and maliHaln- 
ing this system v. ill become cHectiVc only 
after approval by the chairmen and 
ranking minority members of the House 
and Senate Committees on Armed .Serv- 
ices. 

rnCCEDENTS 

The precedents for this typo of legis- 
lation may be found In the provisions 
now applical)lc to certain pe rsonnel of 
tlio Federal Iluvciiu of Investigation and 
olbcr Federal Investigative and criminal 
detection .activities, and tlio • f ep.avate 
atalule now applicalilu to I'orci'm .^ierv- 
ico odicers. The premise underlying this 
1)111, as well ns the foregoing provisions. 
Is a need for encouraging, and in .some 
cases directing retirement at ages earlier 
than those contemplated by the normal 
civil service employee. 

HICIILICIfTS 

Mr. President, before discussing the 
details of this legislation I would like to 
make two observations. ITrst, even 
though this is a lengthy bill, many of the 
provi.slons are similar to those contained 
in the civil service retirement bill. A 
repetition of language is neccs'aiy since 
tlic covered emiiloyecs will 1)0 retirin'; 
under the separate legal .sy.stcm estab- 
lished by this bill. Second, the version 
now before the Senate is considerably 
more restrictive than the form in which 
the bill pas-sed the House. For the most 
part, the House version wa.s similar to the 
Foreign Service Retirement Act wlioso 
provisions arc more liberal than the civil 
service .system. The committee was of 
the opinion, however, that this special re- 
tirement problem of the CIA could bo 
adequately met with a system more sim- 
ilar to the civil .service system than the 
House version proposes. The committee 
amendments for the most part arc 
changes wliich conform the bill to the 
various provlsion.s now contained In the 
Civil .Service Retirement Act. 

My discussion will outline the manner 
in which the bill departs from the exist- 
ing civil service system for the special 
CIA employees who would be covered. 

ULTIIIEMENT rUND 

Mr. President, the bill would create a 
retirement fund to bo maintained by the 
Director. The. employees would contrib- 
ute C'-i percent of their basic .'alary. In 
addition, the Director would make esti- 
mates for annual appropriations for the 
fund. The p.'ist contributions of em- 
ployees would be transferred in thl.s fund. 
It i.s also expected th.at past contributions 
by the Government would ol.so be traas- 
ferred. Finally, lit order to insure a 
Ky.Hcm, the bill requires 
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nn lu'hiarinl rvahuiiinn of tho (mid ot 
liiti'i vul;. I'f not moil llmii fiyiMrs. 

I'Alll :c lI'AMli 

Uiidov tlio ciif-rn alrpndy dlA^cuv^cd, 
tlir Piicctov v.'oidd clri.tytinlc thr persons 
knnivn ns pni: wlio would I)o un- 

der tlv' ; portal syorm. Encti purticl- 
pant's record wouid l.c rcvlowrd at least 
every 5 years in ord 'f to determine If 
tliey fliould |•'’ma^n under this synlein. 
The bill dots contain a provision insert- 
ed in the noii#e provliunt that after 13 
years of service, if the Director acijudaes 
a per; *n to be nunlifled for eovcraao 
under this system, he inny elect to re- 
main under this retirement proerntn and 
not bo subject to further review by Iho 
Director for retirement covernco pur- 
poses. 

Mr. President, we now come to the 
(picstlou of just what docs thi.s bill pro- 
vide for the people who arc dcsisiiatcd 
ns participants. 

I'^rst. the hill provides for an Increase 
In wlint is now known as the retirement 
multiplier. It proviiles that those under 
this sy.slem will liaie llieir retired p.ay 
computed on the basis of U iierrent of 
their iiveiuim .Naliivy of the hif'he.st .I 
consecutive year.s. Tills averiu'e would 
then he mnltu'lied by fbe number of 
crcdlt.able years of .service, not to exceed 
3.'), with the result lhat the maximum 
amount of retired pay would bo 70 per- 
cent of the lil'-hcst u-ycav avoraKC. 

As wc know, under the normal civil 
.scrvlcb formula the first 5-ycar period is 
computed on the ba.si.s of I'.i percent of 
the hkhest salary for 5 con.sccutivo 
years, the next 5 years percent, with 
the rcmnhiin'T service over 10 years at 
2 percent. The bill would therefore ex- 
tend to these employees the 2-pcrccnt ’ 
formuk'i for the first 10 years ns com- 
pared to the lesser civil service pcrcent- 
nces for the flr.<fc 10 years. 

nninesirNT wniitoin: penamt 

Mr. Pre.sidcnt, under the normal civil 
service, all retirements below neio GO in- 
cur a pen.alty; that i.s, a reduction in 
retired pay. even If one is othenvI.se cll- 
Giblc for retirement. The penalty Is 1 
percent In retired pay for each year 
under nee 60 to ape 65 and 2 percent In 
retired pay for each year bclo^v ngc 55. 
As an example, at ape 50 the retired pay 
would be reduced by l.Ti percent. 

Mr. President, the bill docs not provide 
for any penalty in retired p.ay. and If the 
person I.s otherwise clifTiblo he will bo 
permitted to retire under the normal 2- 
percent formula. 

VOEUNTAav KKTlnr.MrNT AT ACr. .AO 

■ Tlic bill would permit pnrtlclpauts bc- 
Rtnntnc at age 50, upon application, with 
the consent of the Director, to retire 
voluntarily. If they have completed a 
total of 20 years of .service, Includlmi at 
least 10 years with the CIA and a mini- 
mum of at least 5 years of qualtfyln't 
seiwlcc. It is expected that normally all 
of the creditable service would bo in the 
nature of qimUfylng .service. In certain 
eases, however, participants m.ay have 
completc<l prior military service or serv- 
ice in some other Guvcrnnicnt agency. 
With rc.spect to .servire within the CIA, 
except for periods of rnlatlpn, mast of 
the set Vico woiAp)»rQlfo4iininryii4il«iase 
ture; that Is, duties Involved In Uio con 


ihirl and .'.iipport of Intelllitcnce ncUvl- 
tli'.', iibiuad. 

As ail rxnniplc, Mr. President, If n man 
was .55 .’Tars of ape and had completed 
25 years of service, he could vohmlarily 
retire with 50 percent of lil.s hinhest 
O-year averarc. If he were under the 
civil .'■ervlec system he could voluntarily 
retire at a^e .55 only If he had complrtcd 
30 year." ot .service and even here at a 
5-pcicenf, reduction in retired pay. As 
wc all know, under the civil service sys- 
tem retirement below uac 55 is permitted 
only il the separation Is Involuntary. 

MANDATOBV ItWIlirMENT AT AC.C 80 AN» AEOVS 

I The bill provides that the Director In 
hlH dKiCfotlon may mandatorily retire 
participants who arc at least 60 years of 
nso and have completed the same service 
renuired for voluntary retirement. His 
retired pay would be based on the 2-pcr- 
ccnt formul.a. 

MANDATur.r EITriREMrNT wmt AT LEAST as 
YEARS or BEIlVIfB 

The bill further provides that tho Dl- 
'reclor may iiivoluiUarilv retire partlcl- 
pauls who h.ivi' completed a tolnl of 25 
yearti of Hcrvicn without regard to ni!c, 
.provided I he peisiui has completed at 
least 10 ycar.sof aei vlce with the Aecney, 
of which at lea.sl 6 years are quallfyltif;. 
Tl'.ere Is a similar 23-ycav involuntary 
provision under civil service, with the 
distlucilon. of course, that such retire- 
ments would incur a penalty. 

MANOATOr.T RETIREMENT EASED ON AGE 

The bill provides that participants in 
the evade of GS-18 or above will be man- 
datorily rctircd'upon reaching 05. Those 
below GS-18 would bo mandatorily re- 
tired at age CO. Tho Director could in all 
eases extend the participation service for 
a period not to exceed 5 years. This 
provision Is of somewhat limited signifi- 
cance .since there is no statutory tenure 
for CIA employees. Tlio Director can 
terminate the employment at any time. 

SISADILITV SVOTEM 

Tho bill contains provisions for a dls- 
nbillty system comparable to that for 
civil service employees with the except- 
ion that the disability retirement pay 
would bo based on the 2-pcrcent form- 
ula. 

OTHES TEATUnta 

Mr. President, the bill contains a num- 
ber of other provisions, most of which are 
.similar to those contained In the Civil 
Service netlremcnt Act. These relate, 
nmonr; other matters, to the question of 
deferred .aniiuUle.s. payments for widow.s 
and children, cost-of-livlnn .liicrcasc.s, 
and provisions relating to the adminis- 
tration of the retirement system and 
fund. All of these matters arc set forth 
in detail in the committee report and ! 
shall not attempt to discuss them os a 
part of my statement. 

COST 

Mr. President, with respect to tho cost 
of this special system, it is anticipated 
that over the next <'3 years, through 
June 30, 10G9, the total expenditures 
from the retirement fund would be ap- 
proximately $•! million. On an annnat 
bnsl.s tills would avcrairc about $000,000 iT 

tenns of addiUonnI cost, that is, tho cost 


of retiring per.’ons under tlits bill, ns 
compared to the co:,t if they would be 
rctl.Td under the civil .'.ervier; pir,vi.'.ionr., 
there will bo cxnrnfird hn eMlmntcd 
5000.000 over tlv: next 'IVi-ycMr period, 
or about 5132. 000 on an annual hnsi.",. 
This $ 000,000 neiirc is, of cour.se, included 
within the total expenditure of St mil- 
lion. 

SUMMARY 

Mr. Pie.sidcnt, it Is niy personal view 
that ns a matter of general policy tho 
Congress should not enact legislation 
which encourages the carl.v retirement 
of our Government employees. Tpo often 
it appears that retirement becomes an 
end in ilrelf, with tho result Hint people 
nro of! on rotired at a timo when they 
could continue to render valuable service. 
Tlie committee felt, however, that be- 
cau.se of the special clrcum-stanccs in- 
volved, this bill Is lustlflcd In order to 
meet the special problems anti conditions 
of service with which a .scement of tho 
CIA employees are confronted. 

I regret that the .security implications 
of till:; general .subjiTt do not permit a 
more cxIcumvc di!.cti'::.ion of .some of tiio 
fact .slUi.atloiis. I am sure that all Mem- 
ber.s of the .'jcnate, however, appreciate 
tho general scn.slilvlty .surrounding any 
dkeussion of this general subject. 

I miglit observe that one particular 
part of the bill relating to tho security 
aspects is the provision requiring that tho 
rules and regulations for implementing 
the act l>o approved by the chairmen and 
ranking minority members of the House 
and Senate Committees on Armed Serv- 
ices. It is planned that the criteria for 
qualifying under this retirement program 
will be somewhat detailed and strict. 
Tire rccurlty implications do not permit 
disclosure of this aspect of tho program. 
This provision, however, insurc.s that tho 
appropriate committee representatives 
w'ill bo fully aware of tho operation of 
this program. 

I urge tho Senate to adopt this legisla- 
tion ns amended by the Committee on 
Armed Services. 

Tho PRESIDING OFFICER. The 
question is on agreeing to the committee 
.amendment. 

The amendment was agreed to. 

Tho PRESIDING OFFICER. The 
question is on the engrossment of tho 
amendment and the third reading of the 
bill. 

Tho amendment was ordered to be 
engrossed, and the bill to be read a third 
time. 

Tho bill UI.R. 8427) was read the third 
time and passed. 

Mr. SALTONSTALL. Mr. President, I 
move that the Senate reconsider the voto 
by which the bill was passed. 

Mr. STENNIS. I move to lay that mo- 
tion on the table. 

The motion to lay on the table was 
agreed to. 

OUTLAtVINO OP CERTAIN PRAC- 
TICES IN CONNECTION WITH 

PLACING OP MINOR CHILDREN 

FOR PERMANENT FREE CARE OR 

FOR ADOPTION 

iPAELD, Mr, President, 1 
mate proceed to the con- 
sideration of Calendar No. 1332, S. 1541. 
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A REVIM AND RECOmiENDATlON 
PERTAINING TO POST-KETIRESrIENT 
EMPLOYMENT PROSPECTS FOR THE 
CLANDESTINE SERVICES CAREERIST 


This paper Is addressed to the question of early 
rctirejaeut under the CIA Retirement System and the problem 
of participants finding second-career employment between the 
ages of 50 ai.d 62, 

2, The Clandestine Services will provide the largest 
group of participating annuitants and the prospects of their 
finding satisfying employment will bo the poorest of any 
Eingle group lu the Agency. Several factors contribute to 
this cituatior , as I see it, and, therefore, call for 
special consideration by management, 

3, For the most part, CS retirees are hoping to make 
connections in the business world, a highly competitive 
domain and one in which they have had no recent experience 
in terms of what Business is seeking. Let me illustrate the 
import of this conjecture, for I shafe none of the optimism 
which would suggest that our Retiree Placement Service should 
be able to soil the D careerist in what is essentially a 
buyer *3 marKctT 

4, I would feel far more hopeful if more D careerists 
were committed to leaving the Agency at age 50. Moreover, 

"""if the forraula could be reduced to 45 - 20 - 10 - 6, I would 
feel safe in guaranteeing an annual exodus of parade propor- 
tions. What I am saying, therefore, is that the longer a 
man v/aits to change careers the less attractive he becomes 
to any prospective new employer; and most of oui* early 
retirement ollglbles are waiting all too long. 

6. OA the whole, the D careerist can bo thought of indeed 
ns the type of individual the business world would be 
interested in; intelligent, personable, perceptive, flexible, 
extrovert, and, call it, sensibly aggressive. These are 
assets which register high on the scale of manpower market- 
ability in the business world, but not when they are wrapped 
in 58-year old hides . 

6, Business and Industry are looking for specific 
characteristics and talents, and in younger bodies than we 
are now peddling. They look primarily at what a man has 
been doing in specific business fields during the past ten 
years . By the competitive standards of meaningluT ou'sluc¥s 
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experience, certain of our candidates in the 55- to 62-year 
oJ.d afo brackets would have difficulty qualifying for part- 
time work ns a shopping center Saqta Claus, 


7. Of the 250,000 American executives who have entered 
the job market this year, 90 per cent were adtively and 
favorably employed. Their motivation for making a move is 
traceable to: . : 

a. Opportunity to broaden experience and 
responsibility; 

b. Market and other changes within their 
company ; 


c. Mergers; and, 

d. Personal factors involving their families, 

8. The annual compensation for this group has ranged 
from $12,000 'to $150,000. The average was $24,400; the 
median $23,000. Of these U. S. executives, 39 per cent have 
had recent experience at the general management level, 
the title of Chairman, President, Executive Vice President, 
Managing Director, or Division manager. Some 43 per cent, 
Inclxiding some of the foregoing, are qualified sales and 
marketing managers. Others were manufacturing executives, 
finance, "engineering or research and development, and 
personnel executives. The business fields break down to 
some 88 Industry and product categories— consumer packaged 
roods, iiulustrial processed goods, industrial fabricated 
roods, electronics, etc. Hardly the province of the D 
careerist who has spent his last ten years thinking hard 
about political and espionage details. At best, our D men 
might land somewhere dov/n the scale of salesmen going out for 
Merck, Monsanto,, or Singer Sewing Machine. Such concerns 
also employ foreign nationals, obviously, in sales cnpacltleo, 
backstopped by an American business manager^ . True, there 
could be some "protocol” assignments where our overseas- 
seasoned linguists could fit in as special assistants or 
contact specialists, but industry has not been looking to us 
to supply managors. 

9. What this could suggest is that our careerists are 
competing for a median salary of $22,000, but against men 
who have successfully demonstrated on-the-job capabilities 
that would command this compensation. The median would 
suggest, by and large, where the jobs are. You could say 
that our retirees would settle for the $12,000 jobs; but. 
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for their $12,000 slots, Business is seeking the young, 
lightly experienced MBA in Marketing with a $50,000 future# 

At the $15,000 level, it. should come as no startling news 
that Business wants the same overseas animal ^YO wantj putting 
it in Business’s o^vn words: a vigoi’ous, aggressive, take- 
charge, young generalist who can go abroad and make the sales 
dachin^ry huia. Ifhy ^'ouldn’t Business be bidding furiously lor 
the Business— motivated MBA with, say, 5-10 years of pro- 
gressively broadening and responsible experience? 

10, I emphasize overseas and abroad advisedly, because 
our D cai'eerists seem to insist upon a connection witb an 
American business firm with international outlets. I think 
they do so wisely, albeit nostalgically. If they have any 
compotltivo edge, it -is that gained by having lived in over- 
seas environments and feeling completely comfortable in the 
process. ’'Business” per so in its purely domestic context 
offers an unexciting prospect to most D men. Further, the 
competition is much stlffer when it comes to finding extremely 
able younger men who aro perfectly happy to raise their 
famllios in the U. S. A# 

11, If tho job is not overseas, the great majority of 
our retirees want it to be in Washington, which happens to 
bo an over-saturated market for the retiree at largo, thus 
further narrowing the over-all job chances of our retirees# 

12# What strikes me as naivete is the notion we can 
call upon our senior officials to place any nujnber of D 
■ careerists simply by telephoning a friendly corporation 
president and putting in a good word for one of our aging 
assets. Presidents of corporations push these offerings 
down to their vice prosiUonts in charge of being nice to tho 
President’s friends who have 59-yoar old hot shots for sale# 
For on© thing, tho corporate pension plan structure v/on*t 
accommotlato the older, man, even in the case of Federal 
retirees t)ho aro quit© willing to forego participation in 
tho company’s pension plan. Industry hears this proposition 
daily. Many pension systems are all-inclusive, all tho 
employees or none, and if the new employee is too old to 
partake of, say, a minimum 10-ycar portion of the pension 
pie, he is too old to hire, period# You couldn’t break 
through those barriers with a Supreme Court decision. It 
jvist happens to be one of the bureaucratic features of 
Business— and a pretty good device for turning aside aging 
applicants# 
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13, This Is not true of nil companies, and some of our 
candidates will be hired, but on merit, which sugeests that 
more of them should be testing the posture of their market- 
ability in the open market now instead of sitting back and 
waiting on RPS to find them a nev/ homo. Many D careerists 
have told us they would leave anytime they can get an outside 
Job; but they are doing little or nothing by way of looking 
on their own, I am convinced that the majority of our D 
retirees who do find new employment are going to bo those 
who paved the way for themselves by making meaningful connec- 
tions in the course of their Agency careers. Cover security 
is really neither here nor there when it comes down to 
opportunities for cultivating American business contacts 
abroad , 

14, The more it is realized how difficulty it is to 
come by post-retirement employment, the more the Clandestine 
Berviccs should concentrate, selectively, on putting 
careerists under commercial cover early in their forties, 
preferably durable and continuing cover that conceivably 
could leave tho retiree in a bona fide commercial payroll 
position once ho has elected to leave the Agency’s employ. 

ID, This Agency can put to rest any notion that RPS can 
score wholesale gains In marketing aging retirees in 
coMiixcrciul clrclco* Such pluccinou'tR tuuount to technical 
breakthroughs. And, by the same token, the Agency cannot 
change the facts of life by simply establishing its own out- 
side ’’corporation” to pave the v/ay for these same retirees— 
as has been recommended. Wo Agency proprietary is going to 
chango the manpower placement market or tho make-up of the 
individual concex'ued. There are many so-called executive 
search outlets that will take on tho task at no or little 
cost to the marketable candidate, as I shall point out. But 
tho individual must compete on his own, by tho timely 
surfacing pf his resume in appropriate business circles— 
which will be the main thrust of the recommendation I moan 
to make , 

16. \ihat wo have said thus far is that D careerists 
have to be thought of as being disadvantaged due to age, 
inexperience, and corporate pension plan barriers when it 
cones to competing for second-career opportunities in tho 
business world; that they become immobilized as they reach 
rotiremont age by refusing to leave Washington unless it means 
an overseas assignment; that neither RPS techniQuos, senior 
officials on friendly terms with corporation presidents, nor 
an Agency placement proprietary can change tho complexion of 
the Business manpower market when it has oatablishcd a high 
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profercnco for either yountcer men or men who arc ea^erienced 
business executives; that D careerists in the eligible zone 
pfvo iXp service to retiring early, but that what they mean 
is ns soon as an attractive offor-*«which they are doing 
nothing on tholr own to generate— falls into their lap (there 
arc, however, younger D careerists, not yet CO, malting 
serious noises about leaving when they reach this age) ; that 
the successful job soekors are going to be those who have 
made good businoes oonneotiona in the course of their Agency • 
careers, and, therefore, the Clandestine Sorvlcos could 
consider providing more commercial cover connections for D 
careerists in their early forties* 

17. This leaves us far short of any positive problem- 
solving approach, so,- for what it is worth, I would raalce the 
followinc: observations and concomitant recoiuraonclatious. The 
first would bo that the Clandestine Services send 1U?S more 
candidates for counseling far earlier in the gome. Except 
for a mere handful of D careerists who have boon tapped on 
the shoulders and told to see EPS in the past twenty months, 
the D careerists who do consult with RPS are doing so 
clandestinely, guardedly, and half-heartedly. There is much 
to suggest that 1968 is the real target retirement date for 
many because it will mean a more respectable high-fivo salary 
factor in the calculation of their annuity. The majority 
leaving before 1968, therefore, will be those who aro being 
forced out at mandatory retirement ages, and, it follows, 
extremely unfavorable external placement ages, 

18. For the D careerists who have not established 
productive employment leads on their own initiative and who 
lack the experience Business is buying, 1 think it narrows 
down largely to any overseas sales openings that may become 
available. 


19. In my opinion, the best device for determining 
one’s chances for new employment in this area Is the Sales 
Executive Club of New York City. 


20. If the D retiree fashions himself as having the 
attributes of an internationa?, or domestic, salesman, he can 
file a resume with the Sales Executive Club at no charge . 
This is a clearing house to which many companies pay an~ 
annual fee for access to all resumes on file. Our man who 
says ho would leave anytime ho can make a connection within 
tho next two years should put his resume up for grabs now, 
for free. The man who is not yet eligible for retirement, 
for whatever reason, ago, years of service, qualifying 
service, should not file imtil GO to 90 days before he is 
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may see relocation in a different light. The bidding cannot 
begin, however, until a resume is floated outside the Agency. 

25, For the prospective retiree who makes no suitable 
connection with Business, assuming this is his first choice, ho 
should then consider our findings which suggest that the only 
field that is wide open to our retirees, at almost any age, is 
Education, provided the individual has a graduate degree and is 
willing to relocate if necessary. The other fields which offer 
reasonably good opportunities for the technically qualified 
retiree are Industrial Security, Finance, Real Estate, and 
Library Science, The older scientist, engineer, and technological 
specialist is not as marketable as you might think. Beyond 
those borders, the picture gets pretty bleak, and it is beyond 
these borders, and into Business,: that most D careerists prefer 

to project themselves' in terras of furbishing their future. We 
need to do a bit of fact-facing, therefore, as it embraces the 
personnel concerned , 

26. This analysis therefore recommends that in the out- 
placement of Clandestine Services and certain other retirees we 
us© the commercial resources described as being available at 
little or no cost to the Agency— networks which provide a con- 
siderably wider scope of second-career possibilities than we 
could ever hope to duplicate in-house, if Indeed we should be 
trying to. 


27, Again, EPS cannot bo counted on or expected to find 
second careers for all aging aspirants. Any placement at these 
age levels is almost an accident of the system. Still, it is 
the psychological mind* sot of many about to be retired employees 
that RPS was established for the purpose of insuring them a new 
livelihood, prefoi'ably in Washington oi* at the overseas base of 
their choice, I think we would be far wiser to force them to 
the conclusion that if they can’t help themselves find a new 
career with a minimum of Agency assistance, they are going to 
have to scale down their standard of living to the size of their 
annuity. The size of some annuities might force a few careerists 
to think seriously of selling their secrets to the enemy. What 
the younger CIA Rotiroraent System participant (age 45 - 48) 
should be encouraged to do instead Is consvilt with RPS well In 
advance of a retirement target date, if any, so that he will 
have a better feel for what he could be doing in the meantime 
either to cushion the shock or retread himself for a different 
f ield of - '^mpiloyiaent ;'^ • 
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